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Abstract

This paper aims to give an insight into how employees, with foreign backgrounds, at investment
banks in Sweden perceive the industry with respect to ethnic diversity. Furthermore, it intends
to investigate how employees within investment banks believe ethnic diversity can be
improved with a focus on the recruitment process.

The study uses grounded theory as a methodological approach to propel this equity, diversity,
inclusion (EDI) research beyond the dominant understanding of the organizations.
Furthermore, to collect data, semi-structured interviews were conducted with nine participants,
of which seven of them had a foreign background.

According to the findings of this paper, the perception of the industry is that there is a lack of
ethnic diversity within the Swedish investment banking industry. Furthermore, the study found
that the investment banker’s perceptions are that; there is a lack of relatable role models, a lack
of relevant educational background among people with a foreign background, inequality
regimes in the industry, and prevalent nepotism and network-based recruitment. The latter two
reproduce ethnosociality, where the dominant group gets an advantage, and the minority gets
excluded, in this case, people with a foreign background. Furthermore, when the interviewees
were asked what may be done to increase ethnic diversity, they came up with ten different
solutions, some of which contradicted one other and some concurring. This paper concludes
that companies need to play an active role and take responsibility and put as much focus on
ethnic diversity as gender diversity.

Key-words: Diversity, Ethnic Diversity, Investment banking, Sweden, Foreign background
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Sammanfattning

Denna uppsats syftar till att ge en inblick i hur anstdllda, med utldndsk bakgrund, i
investmentbanker i Sverige, uppfattar branschen med avseende pé etnisk méngfald. Dessutom
avser den att undersdka hur anstéllda inom investmentbanker tror att etnisk mangfald kan
forbattras med ett fokus pa rekryteringsprocessen.

Studien anvinde grounded theory som ett metodologiskt tillvigagingssétt for att driva denna
forskning om méngfald, rittvisa och inkludering bortom organisationernas dominant och
radande uppfattning. For att samla in data genomfordes semistrukturerade intervjuer med nio
deltagare, varav sju hade en utlindsk bakgrund.

Enligt resultaten i denna uppsats ar uppfattningen av branschen att det saknas etnisk méngfald
inom investmentbankerna i Sverige. Dessutom fann studien att anstdlldas uppfattning ar att;
det saknas relaterbara forebilder, det dr brist pa relevant utbildningsbakgrund bland ménniskor
med utlandsk bakgrund, det finns ojdmlikhetsregimer i branschen och det finns en utbredd
nepotism och nidtverksbaserad rekrytering. De tva sistndmnda anses reproducerar
etnosocialitet, dir den dominerande gruppen far en fordel och minoritetsgruppen utesluts, i
detta fall ménniskor med utlindsk bakgrund. Nar intervjuobjekten tillfragades om vad som kan
goras fOr att forbattra etnisk méngfald, kom de fram till 10 olika forslag, bdde motstridiga och
overensstimmande. Denna uppsats drar slutsatsen att foretag maste spela en aktiv roll, ta ansvar
och fokusera lika mycket pa etnisk mingfald som pd jamstélldhet.

Nyckelord: Mangfald, Etnisk mangfald, Investment banker, Sverige, Utlandsk bakgrund
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1 Introduction

This section aims to provide the reader with an introduction to the subject that this thesis
intends to explore and investigate. It also provides context and explains why the subject may
be of interest. Furthermore, the introduction will present the research question and discuss the
potential contributions of the thesis’s findings as well as the scope and delimitation of the
thesis.

The world is becoming more globalized. Quinette M. Roberson (2013), a distinguished
Professor of Management and Psychology, explains that globalization means that the world
economy is becoming more interdependent. The interaction and integration across societies
and governments have increased exponentially since 1980. The author continues and explains
that geographic boundaries have disappeared, and a set of connections have been and are being
developed and established between countries. With these changes, there is also greater labor
mobility and migration worldwide. Such labor movement across nations has resulted in
workforces becoming more diverse in means of nationalities, cultures, and languages
(Roberson, 2013). These labor movements across nations, among other factors, create an
ethnically diverse talent pool which in turn brings questions upon how companies adapt and
approach diversity. Consequently, this paper aims to study the perception of ethnic diversity
within the investment banking industry in Sweden.

The term diversity has been on the agenda of organizations for a long time. In the late 1980s,
diversity management discussion commenced in organizations in the United States (Holvino
and Kamp, 2009). According to Holvino and Kamp (2009), it tried to replace idioms like
pluralism, cultural diversity, intercultural education, and multiculturalism by distancing itself
from affirmative action (AA) and equal employment opportunities (EEO). These concepts, AA
and EEO, were a direct response to one important socio-historical event in the United States,
which was the 1960s civil rights movement. There were strong enforcements and increased
legal actions that led many employers to seek professional help to facilitate AA and EEO
directives (Holvino and Kamp, 2009).

However, under President Ronald Reagan's presidency in the 1980s, the debate over AA and
EEO steered in another direction. Diversity management was introduced as a substitute for AA
and EEO. As a result, the legal decisions and resources induced by the civil rights movement
in the 1960s began to diminish (Holvino and Kamp, 2009). This change during the 1980s was
seen as a success for the pundits and critics of AA and EEO. Diversity management shifted the
focus from the discussion of, among others, power, systemic oppression, hierarchy privilege,
and discrimination to a focus on human resource utilization, a business perspective, and
achieving profitability and productivity. According to the authors, several structural changes
led to the baton being passed to diversity management. For example, there were changes in the
demographics of the labor force, a white male backlash as a reaction to the laws and resources
put in place to facilitate AA and EEO, an emphasis on traditional power structures over social
pluralism, and globalization (Holvino and Kamp 2009).



Reaganism continued under other presidents, and the legislation, support and resources for AA
and EEO were not reversed. However, the movement’s support and momentum remained
during the period. By the end of the 1990s, the concept of managing diversity found its way
into the boardrooms and executive management teams. Additionally, it was institutionalized
through several platforms, actors and a fully developed and scaled “diversity industry”.
Consequently, the term “diversity management” was reconceptualized as a managerial issue
instead of a legal one, marking a significant achievement for the AA/EEO movement.

While the transition from AA and EEO to diversity management provided a new framework
for pursuing the quality goals envisioned by the civil rights movement, it also brought new
challenges, tensions, and harsh criticism (Holvino and Kamp 2009).

Almost ten years later, diversity management made its way to Europe through the United States
corporations’ subsidiaries (Holvino and Kamp, 2009). Similar to the United States,
Neoliberalism was the main movement that propelled the implementation of diversity
management.Countries embraced liberalism, free-market capitalism, and deregulations to
compete in a globalized market. Diversity management first made its entrance into former
colonial states such as the United Kingdom and the Netherlands. The countries are
characterized by a relatively large share of people with another ethnic background compared
to countries in Scandinavia - especially at that point in time. Later on, the term found its way
to Scandinavia in the early 2000s - a special socio-historical point in Sweden as it was
experiencing a large influx of immigrants. (Holvino and Kamp 2009).

1.1 Diversity management in Sweden

Diversity management was introduced to Sweden at the end of the 1990s, which was relatively
early compared to Europe/Scandinavia (Stringfellow 2018, Wahl et al. 2018). The notion
occured at a period when Sweden had to manage an integration model that was widely regarded
as in crisis. In Sweden, there was a high level of immigration at the same time that there was
an economic downturn. As a result, unemployment rates surged, resulting in a surge in support
for nationalist political groups (Stringfellow, 2018). This was countered by the Swedish
government, spearheaded by the Social Democratic Party, by approaching diversity
management as a road to manage the perceived crisis of the growing multiculturalism in
Sweden.

The concept of managing diversity in terms of ethnicity in Sweden is relatively new. The
country only saw enormous changes in population after the second world war, compared to the
former colonial states and the United States (Romani et al., 2017). Before that, the population
was homogenous, both ethnically and culturally. Today, roughly 25% of the population in
Sweden has a migrant background (Statistics Sweden, 2020), and the recent influx of
immigration has had a big impact on the workforce available. Hence, diversity management
has become an important concept to make use of this influx of new population capabilities.



Diversity is a broad term that, among others, includes gender, age, ethnicity, sexuality, and
religion. Companies are and have been trying to create brands that show that they are diverse
and aware of problems and challenges present in their respective industries. However, all these
forms of diversity do not seem to be part of the discussion regarding corporate diversity in
Sweden. The investment banking sector, which the main focus of this paper, is one of the
sectors that are male-dominated in terms of top-management, even though the banking sector
as a whole has been a sector that has employed more women compared to other sectors before
health and social care (Delegationen for jamstilldhet i arbetslivet, 2014). Women and other
ethnic groups being underrepresented in large corporations’ managerial roles are not a new
phenomenon. Management teams in Sweden’s 1000 largest corporations, based on revenue,
consist of only 19.4% women and less than that for people with different backgrounds (Hoiseth
et al., 2020).

In the investment banking sector, an increasing number of firms are working with gender
equality. Additionally, several banks have expressed goals to hire a certain number of female
employees in top management roles to become more diverse concerning gender
(Handelsbanken, 2019; Swedbank, 2019; Nordea, 2019). Handelsbanken mentions, for
example, in their annual report, “The goal is also to create and maintain an even gender
distribution within different professional roles, working groups, and units.” Furthermore,
several banks have a section on their web pages dedicated to diversity and inclusion policies
(Danske Bank, n.d; SEB, n.da; SBAB, n.d). An example is that Swedbank writes on their
website, under the section “Equity, diversity, and inclusion”, the following: “Gender equality,
diversity, and inclusion is at the core of how Swedbank fosters its organizational development.”

Sweden is considered one of the most gender-equal countries in the world (OECD, 2018).
However, when companies in Sweden discuss diversity, it only seems to be focused on gender
and sometimes sexuality but not the other mentioned aspects such as ethnic diversity. Data
from the OECD (2020) indicates that Sweden is among the worst countries in the OECD to
integrate migrants into the finance and insurance sector. OECD has segmented the labor market
into 39 different sectors. The finance and insurance sector is ranked number 35 when it comes
to the share of migrants, relative to the other sectors, where 39 is the lowest. It is one of the
lowest rankings compared to other countries in the OECD, with only Italy, Austria, and
Germany having a lower ranking (OECD, 2020).

The problems are highlighted by Carlsson (2013). He did a study where he sent 5,636
applications for available jobs. The names on the cover letters varied from a Swedish-sounding
male name to an Arab-sounding male name. In addition, they varied the friendliness and/or
competence of the applicants. The result was that the application with an Arab-sounding name
received fewer invitations to job interviews for all different types of personal letters than the
application with a Swedish-sounding name. To increase the chance for an applicant with an
Arab-sounding name to receive an interview, the applicant had to sound both friendly and
competent, while that was not the case for the applicant with a Swedish-sounding name
(Carlsson, 2013).



1.2 Diversity performance

Why is diversity an important subject? Vijay Eswaran (World Economic Forum, 2019) argues
that the research indicates that diversity brings numerous positive aspects to companies, such
as higher profitability, creativity and better problem-solving within the organizations.
Additionally, in a report by (Hunt et al., 2015), it is disclosed that gender-diverse companies
are 15% more likely to outperform other companies, based on profitability, and ethnically
diverse companies are 35% more likely to outperform other companies. Additionally, they state
that market share will shift towards diverse companies. Hence, it is of interest for companies
to be able to tap into the diverse talent pool for their long-term competitive advantage (Hunt et
al., 2015).

British Bankers' Association (2015) writes in their report that there seems to be a strong positive
correlation between diversity and financial performance. It is also emphasized by a report from
the consultancy firm Mckinsey & Co (Hunt et al., 2015), who write in their report that diverse
companies are much more likely to win top talent, and in the end, it leads to increasing returns.
Carter et al. (2010) studied the companies that make up the SandP 500 index. The paper found
a positive relationship between both the number of women on the board and the number of
ethnic minorities on the board and the return on assets (ROA).

However, Garcia-Meca et al. (2015) studied 159 banks in nine countries: Canada, France,
Germany, Italy, the Netherlands, Spain, Sweden, the United Kingdom, and the United States.
Their findings were contrary to Hunt et al. (2015) and BBA’s study; they concluded that gender
diversity increases bank performance while national diversity inhibits it. However, the authors
Garcia-Meca et al. (2015) argue that there is a greater need for an ethnically diversified board
due to banks increasing international presence. Ethnically diversified boards are more likely to
know foreign markets and link the company to different contexts of the countries in which it
operates.

Differences in gender and nationality in a company are likely to produce unique information
set to management to help them make better decisions. At the same time, the literature is
indicating that decision-making may be slower as a consequence of having a heterogeneous
group of directors. Hence the authors say that diversity is seen as a double-edged sword (Carter
and Phillips, 2017).

1.3 The aim and the research questions

This report aims to give an insight into how people working within investment banks in
Sweden, with a foreign background, perceive the industry with respect to ethnic diversity.
Furthermore, it intends to see how employees within investment banks believe ethnic diversity
can be improved. Ethnic diversity is a relevant topic to study since approximately 25% of
Sweden consists of people with a foreign background (Statistics Sweden, 2020). The research
questions are as follows:



e How do employees, with foreign backgrounds, at investment banks in Sweden perceive
the industry with respect to ethnic diversity?

e How do employees, with foreign backgrounds, at investment banks in Sweden think
that ethnic diversity can be improved in the Swedish investment banking industry

1.4 Scope, delimitations and structure of the report

This report has two limitations. Firstly, there is a geographical limitation; the study is focused
on Sweden. The limitation is due to the scope of the work and due to practical reasons such as
the researchers living in Sweden. Secondly, there is an industry limitation; the report studies
the banking industry, specifically investment banking. Investment banking is chosen since it is
the revenue generating part of a bank, and it is often where future leaders of banks are created.
Further, to achieve diversity within a firm, a company has to (1) find and attract a diverse
workforce (2) retain the workforce and (3) make sure all employees have equal opportunities.
This study mainly focuses on the first aspect, finding and attracting talent, by answering the
second question; “How do employees at investment banks think the ethnic diversity can be
improved?“. Lastly, the authors are interested in the field and have future aspirations to operate
within it and thoroughly understand it

In an attempt to answer these research questions, a qualitative method is used - more
specifically, semi-structured interviews. The interviews are then transcribed and thematically
analyzed to find common themes mentioned by the interviewees. Further, the findings will help
create an understanding of the interviewees' experienced ethnic diversity within the Swedish
investment banking industry. Additionally, the findings will be used to outline how the people
working within investment banking suggest that ethnic diversity can be improved.
Furthermore, the report has the potential to be of great importance because it might be able to
highlight a potential problem. The findings will be of practical relevance rather than theoretical
relevance.

The remaining paper is structured in the following manner: Section 2 will introduce a
theoretical framework and background to understand the subject area and equip the reader with
the necessary information to put the results into a context. Section 3 will present the
methodology and the theory behind it. Section 4 will present the results. Section 5 will anchor
the results with theories and discuss the results. Lastly, Section 6 will present the authors'
conclusions.



2 Theoretical framework and background

This section presents relevant background, theoretical frameworks to equip the reader with all
the information necessary in order to understand the result and the discussion.

2.1 Investment Banking

Liaw (2012) explains that investment banks provide service and help to both public and private
market transactions for investors, corporations and governments. The types of transactions
vary, including mergers, acquisitions, divestitures, and the issuance of equity or debt securities.
Further, investment banks often provide industry-specific advice to their clients. The industries
or sectors are often, among others, media and telecommunications (TMT), real estate, financial
institutions, industrial, consumer, health care and more. Their revenue streams often consist of
fees, commissions, and gains from transactions (Liaw, 2012).

Furthermore, there are full-service investment banks and boutiques. Full-service investment
banks offer clients a range of financial services. Goldman Sachs and Morgan Stanley are prime
examples of such investment banks. Other investment banks operating as full-service
investment banks are JPMorgan, Credit Suisse, HSBC, Citigroup and Bank of America. All the
state banks are known as the Wall Street bulge bracket. The boutique investment banks
specialize in particular segments of the market, such as only mergers and acquisitions (Liaw,
2012).

Davis (2003) explains that investment banking is often composed of highly ambitious
individuals. The culture is generally regarded as being challenging and competitive with
extended hours. One of the interviewees in David’s book, Nick O’Donohue - head of research
at JP MorrganChase and a Goldman Sachs veteran, explains that the cultures in the top eight
banks have blended. For example, 20 years ago, there was a distinct culture in each investment
bank, but due to cross-breeding from recruitment, the cultures have aligned, and the banks all
aspire to similar values (Davis, 2003).

In Sweden there are both Swedish investment banks and international investment banks. The
Swedish investment banks are, among others, Handelsbanken Capital Markets, Nordea
Markets, SEB, Swedbank Markets, Carnegie Investment Bank and Erik Penser Bank. The
international investment banks with offices in Sweden are, among others, Barclays, BNP
Paribas, Citi, JPMorgan Chase and Co., Alantra, Goldman Sachs and Lazard.

2.2 Foreign background

Race is not a term used in Sweden as it is considered to be closely related to racism. Ethnic
origin is more acceptable (Farkas, 2017). In public documents, the term foreign background is
used in contrast to Swedish background. The definition is as follows: A person with foreign
background is a person born outside of Sweden and/or has both parents born in another country.
Consequently, having a Swedish background refers to being born in Sweden with at least one
parent born in Sweden as well (SCB, n.da).



2.3 The definition of diversity

Diversity is an extensive term with several definitions. According to Proudford and Nkomo
(2006), core dimensions of diversity include race, ethnicity and nationality. Kossek and Lobel
(1996) also explain that the term covers multiple areas such as differences in ethnicity,
nationality, gender, religion, lifestyle, tenure, function or ability.

Numerous scholars have given a clear overview of the definition and the extensiveness of
diversity as a concept in the organizational context. For example, Lambert and Bell (2013)
discusses diversity in an organizational context and explains that it broadly relates to any
differences among employees in an organization. Furthermore, Basset-Jones (2005) highlights
that it is viable to argue that diversity in the workplace involves individuals with diverse
demographic backgrounds and incorporates areas such as cultural differences and cognitive
capabilities.

Lambert and Bell (2013) continue and explain that the differences can be both visible and
invisible. Diversity can thus be divided into surface- and deep-level diversity. Surface-level
diversity is centred on visible attributes such as race, sex, age, body size, or visual disabilities.
These are attributes that people use to make judgments of others. On the other hand, deep-level
diversity refers to non-observable types of diversity. It can be attitudes, values, beliefs,
perspectives on issues, and personality traits. The surface-level attributes are more subject to
prejudice and bias. The deep-level feature is only observed over time through verbal
communication and interaction between individuals. Over time, deep-level attributes have been
a more decisive factor in group cohesion and relationships between two individuals (Lambert
and Bell, 2013).

Furthermore, the application of diversity in an organizational context in today’s landscape is
crucial since globalization and digitalization are currently eradicating boundaries, both in-
between nations and from a demographic point of view. Consequently, businesses should
consider the opportunities associated with adapting and incorporating a diverse workforce and
culture. Management teams in growing global organizations with diverse workforce need to be
conscious of the vitality of cultivating an inclusive environment in the organizations through
diversity management (Nishii and Rich, 2014)

2.4 Diversity management

Diversity management is a term used in practice by companies seeking to manage a diverse
workforce to capitalize on the positive aspects it can bring. Many different actions, processes
and training have been implemented to help organizations become more diverse and reduce
bias.

2.4.1 Opportunities of diversity management
Patrick and Kumar (2012) explain that diversity management is a tool used to create a work
environment that lets all individuals reach their full potential and maximize their contribution



to their goals and objectives. Differences are valued in an organization that utilizes diversity
management. The organization sees potential in all employees and recognizes that all
employees can contribute with new idéas and perceptions to improve efficiency and service.
“Managing diversity successfully will help organizations to nurture creativity and innovation

and thereby to tap hidden capacity for growth and improved competitiveness.* (Patrick and
Kumar, 2012).

Thomas (1990) explains that working actively with diversity management will help foster a
more productive and effective organization. Nemeth and Wachtler (1983) argue that diverse
teams are better at solving problems. Further, it can create a decrease in employee turnover
rates and thus increase employee satisfaction and economic results of the organization (Cox
and Smolinski, 1994; Cox and Blake, 1991). Finally, Herring (2009) argues that the positive
impact of diversity can be seen in numerous areas, such as increased customers, sales, and
market shares.

2.4.2 Pitfalls of diversity management

According to Dobbin and Kalev (2017), formal hiring guidelines and processes create a picture
of a firm that operates on principles-based formal procedures and not bias. However, many
managers still circumvent these processes and policies to hire cronies. Processes as such have
often been referred to as window-dressing to inflict legitimacy (Meyer and Rowan, 1977).
Furthermore, Nonet and Selznick (1978) explain that organizations often portray that they have
come further with incorporating processes and guidelines to adhere to new social norms than
they have actually come. The fact that executives have rarely embraced equal opportunity
programs without pressure from social movements, regulators, or professional groups has led
institutionalists to speculate that their hearts are not in it (Dobbin and Kalev, 2017).

Dobbin and Kalev (2017) explain that some diversity innovations are practical and some or
not, and some can even be counterproductive. The danger that they are highlighting is that
people do not know which works and which does not. They explain that the literature on
prejudice is among the most comprehensive in all of social science - with decades of active
investigation relating to the meaning, how it can be measured and the consequences of
prejudice. However, there is a long way to demonstrate and determine the most effective way
to reduce prejudice, attributed to the fact that current research has low validity. An example is
that diversity training has shown to not be effective, and it fails to reduce bias. However,
mentoring has shown to be effective (Dobbin and Kalev, 2017). Paluck and Green (2009)
argued that hundreds of studies suggest that it is the case.

According to Dobbin and Kalev (2017), psychological and sociological studies suggest that
efforts to control managerial bias through rules and bureaucratic measures will fail.
Additionally, the literature indicates that people whom organizations try to constrain or
influence often resist such efforts. Paluck and Green (2009) reviewed 900 anti-bias actions in
companies and found that most had weak effects and some even had the opposite impact. A
common denominator between methods that fail is thought control. People like to feel



autonomy in decision-making. For example, compulsory diversity training is often
counterproductive since they are messaging that they are trying to change and control their
employees’ thoughts. On average, for companies that introduced mandatory bias training, in
the US, for managers, black women and Asian American men and women decreased in
management. Black women decreased by 10%, and Asian Americans dropped by 4-5% over
approximately five years (Dobbin et al., 2007; 2015; 2006). Managers that receive feedback on
their diversity performance also appear to express resistance. The findings seem to be
consistent with the theory about job autonomy and self-determination (Dobbin and Kalev,
2017).

Dobbin and Kalev (2017) argue that some actions and processes are more effective. Mentoring
programs, special college recruitment programs for women and minorities, skill and
management training with designated places for minorities. An essential aspect of these
programs - making them successful - are that they are voluntary. Additionally, the programs
encourage the managers to help work with the issue instead of pointing at them as the root of
the problem (Dobbin and Kalev, 2017).

2.5 Definition of ethnic diversity

Jenkins (2008) proposes the notion of ethnicity as the social organization of cultural
differences. Eriksen (2012) explains that ethnicity is a concept that outlines a connection
between confined groups or social categories that consider themselves as being culturally
distinct from one another. Furthermore, ethnic identity is when individuals self-identify as
members of an ethnic group and are acknowledged as such by outsiders, as well as other
professed members. Ethnic identity is based on members of an ethnic group sharing a common
ancestry and culture (Eriksen, 2012). To conclude, ethnic diversity is the diversity of groups
that perceive themselves as different from each other based on culture, origin, cultural heritage,
and shared history. However, according to Yuval-Davies (2006), as ethnicity divides our social
worlds into Us and Them, what is comprehended as ethnicity is highly dependent on
circumstances and background.

Furthermore, race and ethnicity are often used interchangeably in colloquial speech. Nkomo
and Al Ariss (2014) understand that there is an ongoing discussion regarding the concepts of
ethnicity and race. For example, ethnicity is frequently used when referring to differences
based on culture. On the other hand, race is often used when referring to differences based on
innate attributes. These attributes can be skin color, hair texture, and other physical features
(Nkomo and Al Ariss, (2014).

There is a social stigma attached to people with a migrant background that has experienced
migration directly or indirectly. These issues of ethnicity in western society are linked with the
persistent debate on migration. They often get identified solely through ethnicity or race and
established as inferior to the unnamed norm. Consequently, this harms their work experience
and career opportunity (Holgersson et al., 2016). To highlight this analytical perspective of
ethnicity, this paper will discuss the concept of ethnosociality when studying the recruitment
process within investment banking.



2.6 Ethnosociality - ethnic inclusion and exclusion

Ethnosociality is defined as the inclusion and exclusion of ethnicities and is commonly used as
an analytical tool to examine social phenomenons based on race. Knocke, Drejhammar and
Gonos (2003) refer to this as a cyclic phenomenon where employers recruit employees from
the dominant ethnic group. Employers use their “sixth sense” or have a “gut feeling” that these
people from the dominant ethnic group are suitable for the position. Ethnicity-based inclusion
and exclusion in the Swedish labor market are therefore explained by the three mechanisms
identified by Rydgren (2004); (1) Statistical discrimination, (2) network effect, (3) institutional
discrimination.

(1) Statistical discrimination; this is when employer’s are usig their perception and
community norms to judge a person that belongs to a certain group

(2) Network effect is a discriminatory behaviour that transpires when gatekeepers, such as
recruitment agencies or employer’s, prefer members from similar ethnic. This is a result
of networks being ethnically homophilous. This allows a biased attitude towards the
dominant group and hinders migrants from thriving. A concrete example is that
information about job openings is mostly circulated via social networks, making it
difficult for migrants or those with migrant backgrounds to find employment

(3) Finally, structural discrimination arises when ostensibly impartial demands for
employment or work activity are implemented. An ordinary form of structural
discrimination, according to Rydgren (2004), is related to language ability
requirements.

Ethnosociality comes from the term homosociality, which refers to actions that maintain group
homogeneity (Holgersson, 2016). Specifically, the disproportionate representation of males
and females in corporate management. Holgersson (2013) presents a new definition of
homosociality as “practices in which men orient themselves towards other men within
patriarchal gender order” (p.456). Holgersson (2013) highlights in this research that the
exclusion of women is not essentially a result of men’s negative perceptions of women per se,
but rather their preference for men in the circuits of homosocial relations surrounding top
management careers. Based on this notion of homosociality, Knocke et al. (2003) explain that
the power relation in focus is gender. However, other social power relations, i.e. ethnicity, race
or social class, also condition homosocial practices.

Holgersson et al. (2016) explain that executive search is a consultancy service, and like any
consultancy service, it is also a social process. Their hypothesis is that executive search, as a
type of management recruitment, provides a unique environment for ethnosocialty to thrive on.
The goal of executive search consultants is to identify a good fit between their client and the
applicants. As a result, they seek applicants that have the correct attitude and connection with
the customer. Consequently applicants are judged only on their physical abilities and looks.
Therefore, the dominant ethnic group will always have an edge since successful candidates'
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demands and preconceptions appear to be imprinted on their bodies and looks (Merildinen et
al., 2015).

Headhunters have a conservative and standardized approach to the search process, which is
indicated by how much reputation weighs in the recruitment process. Most headhunters are
often looking for the most obvious and common candidates. Therefore executive search quickly
becomes a self-fulfilling process, in which recruiters discover what they want to discover and
don't discover what they don't want to discover. Furthermore, according to Holgersson et al.
(2016), recruiting consultants to use their own networks, which are generally ethnically
homogeneous. Furthermore, the authors argue that consultants frequently hold stereotypical
views of non-White people, and as a result, persons from migrant backgrounds are excluded
from the process. It could also stem from the employer’s choices when hiring new employees.
These are the traits that make executive research a prime arena for ethnosociality within the
corporate world (Holgersson et al., 2016).

2.7 Inclusion

The term diversity management can be divided into a quantitative and a qualitative part. The
quantitative part is related to representation - for example, the share of black people or the share
of women in a company. The qualitative component is associated with the culture within an
organization and the work environment. In an organizational context - the qualitative part of
diversity management relates to inclusion or an inclusive culture. The focus in Sweden has
been equally distributed between the qualitative and quantitative part of diversity management
- in contrast with the United States, where the focus has been on the quantitative aspect (Wahl
et al., 2018). The explanation of inclusive organization proposed by Wahl et al. (2018) concurs
with Ferdman (2017), explaining that inclusive organizations are characterized by an
environment where all people can be themselves and contribute to the larger collective as
valued and full members.

2.8 Similarity-attraction paradigm

The similarity-attraction paradigm explains that the more alike individuals perceive themselves
to be to each other, the more attracted they will be to one another and the group (Byrne, 1971).
Similarly, knowing that a person has a similar attitude or values makes a person more likable.
The similarity is not only limited to surface-level attributes such as looks, the color of the skin,
and gender. Studies indicate that personality type, music preferences, socioeconomic status,
and preferred leisure activities also matter. Furthermore, surface-level attributes may be a
stimulus for prejudices. However, the literature indicates that similar deep-level characteristics
can weaken bias. Byrne and Wong (1962) suggests that values and attitudes are among the
prominent factors to create a bond with people (Byrne and Wong, 1962). This seems to be
confirmed by data from Statistics Sweden (2018), indicating that business leaders with a
foreign background are three times as likely to hire someone that also has a foreign background
compared to ethnic Swedes. The same was true the other way around. Business leaders of

Swedish background are much more likely to hire people with a Swedish background.
(Statistics Sweden, 2018)
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2.9 Tokenism

Over the last few decades, scholarly interest in tokens has increased drastically. Increased
organizational diversity, particularly in terms of the number of women and other ethnicities
employed, is likely to be the source of this interest. According to Kanter (1977), tokens refer
to a member of a numerically underrepresented social group. In addition, these
underrepresented social groups often have physical features that deviate from the dominant
group. Watkins, Simmons and Umphress (2018) explain that these physical differences can be
regarding gender, the color of the skin, and other physical features.

Furthermore, the occurrence of tokenism dynamics is often explained by social identity theory.
According to the theory, members of these social groups are often aware of the groups they
belong to, mainly if they belong to a salient social group. Watkins et al. (2018) elucidate
tokenism as token’s experience of the three pillars of Kanter’s tokenism perceptual phenomena,;
(1) Visibility, (2) Contrast and (3) Assimilation.

Watkins et al. (2018) further explain that the Visibility aspect of tokenism can negatively affect
people in a social identity group that are numerically minority than the dominant group. Others
are more aware of them, and the negative effect can be that these members of the minority
group can feel that they are being scrutinized and micromanaged. This can lead to performance
anxiety and pressure. In addition, the tokens may have a fear of making mistakes. Furthermore,
the second pillar is Contrast. This is when a minority member is present in a group, the majority
member becomes more aware of the exaggerated disparities between the token and the majority
member. As a result, tokens in an organizational setting may be excluded and isolated. The
third pillar, assimilation, arises when tokens are labeled and judged by the dominant group and
might feel pressured to behave in stereotypical ways. Watkins et al. (2018) explain that tokens
might take part in actions correlated with their role and others’ presumptions rather than
behaviors that align with their preferences. It is also expected that tokens feel strongly that they
are possibly being obstructed from progress opportunities in the organizational context and
being pigeonholed in the type of work roles that are inferior to the dominant group (Watkins et
al., 2018).

In conclusion, the predominant research on tokens has found an overall negative effect of being
a token and it tends to lead to the experience of tokenism.

2.10 Inequality regimes in organizations

Since numerous societal inequalities originate in work organizations, they are crucial
environments for investigating the continuous development of complex inequalities. Acker
(2006) tries to address inequalities based on class, gender and race and how to identify barriers
to creating equality in work organization in her article “Inequality regimes Gender, Class, and
Race in Organizations ”. She coined the term “inequality regime” as an analytical approach to
understanding the creation of inequalities in work organizations. These inequalities are
interconnected procedures and practices that lead to persistent inequality in all workplaces.
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Inequality regimes exist in all organizations. As mentioned, they are interconnected to practices
and procedures that perpetuate class, gender, and racial inequalities. According to Acker
(2006), inequality in the organization is described as systematic differences in power and
influence over different things. For instance; goals, resources, and outcomes. Inequalities can
also arise in other monetary rewards, respect and pleasure in work relationships.There are
several factors to why inequality regimes occur in organizations. These regimes are diverse,
and they are often complex and evolving (Acker, 2006).

What sustains gender and racial inequalities in organization, according to Acker(2006), is the
process of recruiting through networks. She presents the changes made by some companies in
the United States and how they experienced the changes in their recruitment process. The
changes made resulted in inclusive job advertisement and recruitment process. It resulted in
more gender- and race-neutral competence requirements when hiring. This gave a rise in the
number of people that were underrepresented. However, competence hiring is not always
without its faults. The person that is doing the judgement is impacted by his/her own gender
and race when making a decision. This often favours the dominant group, which in Ackers
(2006) case is white male. This indicates that race and gender as a reason for hiring is not
abolished in many institutions by competency based hiring.

Furthermore, inequalities that Acker (2006) found in organizations was for instance, also based
on wages. Depending on gender and ethnicity, there are disparities in salaries despite similar
jobs. Wahl (1992) investigates further in her studies the difference between direct and indirect
discrimination in relation to gender. Wahl (1992) found that direct discrimination against
minorities/tokens often occurs in relation to, for instance, negotiation of salary, the poor
opportunity for promotion and further education within the organization they work at. On the
contrary, there is another type of discrimination, called indirect discrimination. This implies
that a person has been “treated differently” without explicitly saying one has been
discriminated against.

2.11 Subordinate male target hypothesis

McDonald et al., (2011) emphasizes the duality of discrimination and argues that gender and
race can not be studied isolated because there is an intersection between both. This is in
alignment with Ifatunjis and Harnois (2016) findings indicating that African American men
and women experience a different type of discrimination. According to the subordinate male
target (SMT) hypothesis, African American men are more likely to experience anti-black
discrimination. This is further emphasized by Browne and Misra (2003) - they studied racism
in the workplace and have come to the conclusion that racism in the workplace is gendered.

This is further discussed by Wingfield (2007), explaining that gender has to be taken into
consideration when studying racism towards black people. The author explained that black men
are more likely to be perceived as threatening, menacing or overly aggressive compared to their
female counterparts. The findings of their study revealed that black men’s experiences in the
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workplace often include working against controlling images or perceptions that other people
had due to their skin colour and gender. Many respondents of the study conducted by Wingfield
(2007) explained that their colleagues had a picture of an “angry black man”. They often feel
like they have to work against that picture to prove that they are not like the perception that
their colleagues have.

2.12 Stereotype content model

The stereotype content model provides a tool for categorizing stereotypes of groups into two
dimensions. The first dimension is if a person is perceived as warm (trustworthy, friendly). The
second dimension is if a person is perceived as competent (Capability, assertiveness) (Fiske et
al, 2002). The dimensions are assessed by people to intergroups (Fiske, 2018). There are
stereotypes about groups based on these dimensions. Some groups are overall opposing, for
example, some ethnic minorities such as Arabs and homeless people. Some groups are
stereotyped as competent but not warm, for instance, Asians, Jews, Germans, and some are
perceived as friendly but not competent, for example, Greeks, older people (Fiske et al., 2002;
Carlsson, 2013).

2.13 Willful blindness

A person being wilfully blind is shutting out uncomfortable information. It is explained as
something, often unconscious, to choose not to see specific events. The blindness is more
artificial than natural. The person considers the information but decides not to give it any
attention. It is naturally biased, and it is something hard to counteract (Heffernan, 2011).

Furthermore, there is an excessive amount of information available to take in for the human
brain in the modern age; henceforth, humans have to filter out irrelevant information; zeroing
in on those things we feel are essential. Furthermore, it can be due to people’s self-perception
of the world. Information that is not in alignment with our worldview creates an imbalance in
the body. Neurochemicals are released to help resolve misalignment. Information that
supports the current belief is rewarded via dopamine release (Bovensiepen and Pelkmans,
2020).

However, this phenomenon is not only attributed to individuals, as explained by Heffernan
(2011) in the book “Willful blindness: why we ignore the obvious at our peril”. It is a trace
visible within organizations, governments and people. There are extreme examples such as
Nazi Germany and everyday examples such as that individuals may be denying a reality about
their wellbeing and physical health; be selectively mindful about the environmental effect of
individual life-decisions; “intentionally avoid” information on the functioning conditions in the
industrial facilities where their clothes are produced (Heffernan, 2011).

The complexity and size of many organizations imply that they are hard to manage and
thoroughly understand. Hence it is hard for managers or the board of directors to know what is
occurring within an organization to take deliberate decisions fully. Therefore organizations can
become blind to the consequences of decisions made. Additionally, decision-making is an
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advanced process often underpinned by human’s prejudices and biases. This is made more
difficult by layers of managers who filter out non-conforming information from senior
management while information and delegations are sent the hierarchy downwards (Heffernan,
2011).

Further, the author explains that a cost accompanies willful blindness. The strong culture within
companies can fuel the problem relating to willful blindness by propelling conformity among
employees. It can create teams where all share the same belief system and hence fail to see
issues arising. The author argues that it is in the organizations best interest to overcome those
limitations (Heffernan, 2011).
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3 Methodology

This section presents the research paradigm and research design used when collecting data. It
also explains the ground theory methodological approach for collecting data that was required
to answer the EDI research questions and fulfill the purpose of the research. It further provides
information regarding how the proposed data will be analyzed and how the quality will be
determined using validity and reliability.

3.1 Research paradigm

When considering an epistemological position for this particular research, it is important to
understand the methods used to acquire knowledge. For example, what accounts for a
knowledge claim? How can knowledge be constructed or obtained? And how can the extent of
its applicability be determined? (Moon and Blackman, 2014). The authors of this research
paper have had a constructionist approach when acquiring knowledge about the following
particular research question; “How do employees, with foreign backgrounds, at investment
banks in Sweden perceive the industry with respect to ethnic diversity?”. Based on this research
question, this paper is conducted within the social constructivist paradigm (Baxter and Jack,
2008); hence the paper used interviews to collect data about perceptions - a subjective
experience and view of a particular topic.

According to theory, constructionist epistemology discards the idea that objective “truth” is
waiting to be discovered; instead, constructionists maintain that the scientist constructs
scientific knowledge. This particular paradigm acknowledges the significance of subjective
human creation of meaning but does not entirely discard some notion of objectivity (Baxter
and Jack, 2008). For constructionists, no real-world pre-exists that is independent of human
activity or symbolic language; knowledge is constructed as human beings engage with and
interpret the world (Moon and Blackman, 2014). The authors believe that this epistemological
positioning is appropriate since the research explores the perception of ethnic diversity and
inclusion, which are in some aspects based on the assumption that people experience things
differently. Because of this, the experienced realities consist of complex patterns of
communication and subjective meaning, which can be seen as discourse. Moon and Blackman
(2014) further explain that constructionist epistemology assumes that different individuals
construct the meaning of the same phenomenon in different ways. This is because culture,
historical and social perspective influences how an individual engages and understands their
world.

3.2 Grounded theory

For a study within social science processes that seek to understand EDI in organizations,
grounded theory (GT) is an appropriate research methodology. The potential of this particular
methodology is to unveil evasive attributes of the workplace, (1) propels the research regarding
EDI beyond the dominant understanding of the organizations, (2) keeps the participants, and
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their stories central, (3) helps to depict complex interactions, (4) include an intersectional
stance and (5) illuminate the role of silence. All these elements are the pillars that build
grounded theory as an applicable and robust method for EDI research (Pringle et al., 2018).

Pringle et al., (2018) claims GT, unlike other EDI methodologies, does not approach the
research from a particular theoretical positioning, such as, a critical or feminist theory lens.
Instead GTM seeks theory from the phenomenon itself not. This means that a researcher
operating with a minimum of awareness of elusive indications of racism or sexism in a
workplace may not notice these dynamics in the course of a study. Nevertheless, for those EDI
researchers operating with critical awareness, GT is a great tool to unveil these narrow
structural factors of discrimination and operassion. GTmagnifies the voices of those often
ignored or censored (Pringle et al., 2018).

3.2.1 The evolution of grounded theory

When grounded theory methodology (GTM) was established in 1967 by Glaser and Strauss, it
paved the way for a new beginning in qualitative research. At that time, GMT brought rigor
and standardized systems of analysis to create a substantive theory based on the experience of
everyday life. Presently, GTM has found its audience in various fields, such as nursing,
education, psychology and, most importantly for this paper, organizational studies.

As with every other methodologies and concept developing and evolving, the ground theory
has also experienced a transformation. The evolution of grounded theory by the second
generation of grounded theory went from post-positivist stance to constructivist and
postmodern approach. Pringle et al. (2018) write that Charmaz (2000, 2006) presented the
constructivist grounded theory that reshapes the researcher and participants’ interaction in the
research process. The importance of co-construction of experience and meaning between the
participant and the researcher is something that she emphasizes on in her study.

3.2.2 Grounded theory and EDI studies

The relation between grounded theory and EDI studies is something thoroughly discussed by
Pringle et al. (2018). According to Pringle et al. (2018), grounded theory is a methodology that
aims to establish theory about the issues of significance in peoples’ lives and social processes
throughout their experiences. When collecting data, the position that will be taken by
researchers will have an intersectional perspective. The process of data collection will have an
inductive nature and GT will initiate this by challenging researchers to ask questions that help
them to understand the participants' situation; asking questions like “what is all going on here”
(Pringle et al., 2018, p. 500). Topics that are important to investigate arise from participants'
stories when they convey an area of interest that is mutual to researchers. This approach where
researchers try to understand social processes from the experience of others is aligned with the
current change within EDI studies. The EDI literature has gone beyond pursuing diversity and
is today striving for inclusion. The critical difference is that diversity is often recognized by a
group’s or organization’s demographics. While inclusion is defined as “employee involvement
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and the integration of diversity into organizational structures and processes” (Pringle et al.,
2018, p.500).

Additional benefit with grounded theory is that it enables the researchers to be inquisitive and
ask questions that help us understand how embedded cultural expectations shape inquiry
(Pringle et al., 2018). Grounded theory further facilitates the aware researcher to uncover the
valid reason why certain non-inclusive cultures occur in a professional environment. By
problematizing the workplace and not the marginalized individual, grounded theory stays
aligned with EDI studies. It also helps show how these work environments obstruct
professional growth and deprive advancement aspirations and opportunities (Pringle et al.,
2018).

Pringle et al. (2018) further argues for the benefits of grounded theory. They claim that the
method’s applicability to EDI studies is based on how participants and their stories are
positioned in grounded theory. Keeping the participants’ stories central is significant for EDI
studies because it enables the researcher to look past conventional metrics of diversity. Instead
of numbers of minority workers or the presence of non-harassment policies, researchers
concentrate on oppressed groups’ experiences and systemic inequalities in the organization
(Pringle et al., 2018; Mills et al., 2006).

In grounded theory, different phenomena are recognized as social processes, for instance, the
recruitment process is a social process. These processes are then explored and investigated by
researchers through lived experiences of members of organizations. Thereby, assessing the
environment's degree of inclusion by those most likely to be marginalized (Pringle et al., 2018).

3.3 Overview of grounded theory as methodological approach

As grounded theory obtained acceptance, it became important to abandon the apprenticeship
model and systematize the procedure for newfound enthusiasts and practitioners (Pringle et al.
2018, Mills et al., 2006). Since emergent findings may influence the course of the research
design, a deeper understanding of the flexibility and boundaries of the method is crucial for
one guiding or operating the research. Throughout this EDI research paper, there are
challenging decisions that must be made to balance the meaning the participants bring from
experience; the researcher’s own privilege and marginalization, cultural context, the
permeating presence of power, and the integrity of the principles of the method itself (Pringle
etal., 2018).

This paper’s methodology is inspired by the phases within grounded theory methodology. Due
to the scope of the research, the method was modified and simplified. See Figure 1 to get an
overview of the methodology process that the research adopted.
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Figure 1: An overview of the research process.

Phase 1

e Pre-conversations: The authors of this paper purposefully involved themselves in pre-

conversations with other experts or people who have direct experience with the subject
of concern. (See section 3.4).

Positionality of researchers: As researchers, the authors of this paper initiated with a
perspective that reflects their own positionality, inherent interest and passion. This is
further discussed in section 3.5

Phase 2

Research question: These were formed and revisited after the pre-conversation and data
gathering. (See section 1.3)

Gathering data: The data gathering method is further explained down below in data
collection. (See section 3.6.1)

Phase 3

Interviewing: The third phase includes semi-structured interviews to gather data. (See
section 3.6.2.1)

Focused coding: Focused coding was conducted parallel to the interview process. This
coding process includes the categorizing process of concepts. (See section 3.6.4.)
Refining questions: This phase was an iterative process. The aforementioned bullet
points in this phase were repeated and interview questions were refined

Phase 4
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e Thematic coding: After focused coding, thematic coding was used in order to find
recurring themes and theories from the transcribed interviews. This is further explained
below in section 3.6.4.

Phase 5

e (Concluding emergent theories (See section 5)
e Analyzing and discussing the data using the theoretical frameworks: (See section 5)

Phase 6

e Reporting out to scholars: this report will be published on DiVA

3.4 Pre-conversations of EDI in seminars with panelists from the
Swedish finance sector

In order to form an understanding and move beyond the accepted reality, grounded theory
suggests that pre-conversation is an important part of the process of formulating a reasonable
and nuanced research question (Pringle et al., 2018). This helps researchers who are essentially
outsiders to the phenomenon as well as others who are living it and have developed their own
personal and political perspectives on it (Green et al. 2007).

The authors of this paper intentionally involved themselves with others who have had prior
experience with the subject of interest and those who are working with EDI in Swedish banks.
The authors attended webinars, seminars and debates arranged by different entities, such as
Nasdaq and Swedish House of Finance, and a PhD student from Stockholm School of
Economics pursuing diversity research within the Swedish finance industry.

The high caliber panel at the webinar arranged by Nasdaq and the Swedish House of Finance
consisted of;

e Viveka Hirdman-Rydberg - Head of Corporate Communication and Sustainability at

Investor AB

e Anna Stenberg - Chief People and Platform officer at Kinnevik AB

e Julie Linn Teigland - Managing Partner, Europe, Middle East, EY

e Maria Hamstedt - Chief Inclusion and Diversity Officer at SEB

e Selina Milstam - Head of Global Talent Management at Ericsson
The seminars organized by PhD student Alexis Cousins from Stockholm School of Economics
also consisted of other important panelists from the different incumbent and traditional banks
in Sweden. These events provided the authors with unique insights into the discussion being
held about different types of diversities within the industry. The conclusion the authors made
after these pre-conversations was that many panelists agreed on the lack of ethnic diversity
discourse in the overall Swedish banking industry, and hence the seeds for the research question
were Sown.
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3.5 Researchers positionality

Trustworthiness is a vital criterion of rigor for constructivist research, and it is essential in EDI
research. To consider the researchers and scholar-practitioners positionality is crucial when
approaching to investigate research questions, such as the ones presented in this paper. When
dealing with the anguish of injustice and humans’ need to solve problems, EDI researchers may
retreat to established paradigms instead of seeking new ones. GTM however helped the authors
of this paper to go past the established paradigm by making them consider their positionality
and challenging them to take part in pre-conversations (Pringle et al., 2018).

The authors of this paper began with a standpoint that represents their own positionality as well
as their deep-rooted interest and, perhaps, enthusiasm for the phenomena they planned to
investigate. The authors were also aware that the interpretations made in this paper might have
been influenced by their social-cultural experiences, received awareness, and personal
hypotheses about the phenomenon’s nexus. Furthermore, the authors were curious and
motivated to learn when they could not make sense of experience when it did not fit neatly into
their current framework. To elucidate the authors’ potential biases, this paper will present the
authors’ backgrounds and experiences.

Michael is a first-generation immigrant with Swedish citizenship. He was born in Ethiopia but
grew up in Sweden. He is currently studying Industrial Engineering and management at KTH.
In particular, his focus is on machine learning and management. Gara is a second generation
immigrant, born and raised in Sweden, with parents from the Middle east. He is also studying
Industrial Engineering and management with Michael. Previously Gara has experience in the
finance industry. During his work experiences, he has never felt mistreated or different due to
his background or looks. The subject area is interesting but not something Gara is
extraordinarily passionate about. Michael has worked previously within the executive search
recruiting industry for growth companies. Through the authors’ work experiences and when
attending recruiting events or career affairs, the authors noticed the low levels of diversity
regarding ethnicity. Henceforth, the authors’ curiosity to investigate ethnic diversity within the
finance industry further piqued.

The authors recognize their positionality and that they are insiders, i.e. members of the
population they are studying by having a foreign background. By being a member of the group
studied, it gives the researchers a certain amount of legitimacy. Further, by being insiders, the
researcher gains acceptance quicker, and the interviewees are often more open with the
researchers, which may be a greater depth to the data gathered. However, being an insider can
also impose stigma. The stigma refers to readers of the research assessing that the researchers
might be subjective when doing the analysis or even when collecting data (Adler and Adler,
1987).

Further, the researchers had outsider positionality towards two of the interviewees with a

Swedish background. The researchers understand that by having a foreign background and
talking about ethnic diversity, the researchers might put pressure on the interviewees to adhere
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to social norms and agree with consensus - that there is a lack of ethnic diversity. The authors
conducted the interviews with caution and made sure that they did not guide the interviewees
in any direction and tried to be as unjudging and open as possible to get sincere answers.

A researcher’s biases shape the research process and the outcome (Bourke, 2014). Michael and
Gara’s backgrounds and experiences might subject them to different types of biases. The most
noteworthy bias identified by the researchers was confirmation bias. The researchers might
have a view of ethnic diversity within the finance industry and an idéa of why it might be the
way they think it is. A risk is that they might try to find information and data that supports their
views. It is an important area to be aware of. This was mitigated by a peer debriefing session
and by the researchers actively questioning each other’s conclusions and decisions.

3.6 Research process

Since the aim was to find patterns from observations and develop theoretical explanations
based on these patterns, the research paper used an inductive approach (Gehman et al., 2018).
The following subsections will elucidate the data collection process and how everything was
structured and analyzed.

3.6.1 Data collection

The data collection was mainly derived from interviews - a qualitative research method - since
the research was an explanatory study with the objective to understand the interviewees’
perceptions, rather than finding a definite answer or fully generalizable results. There are
mainly three different approaches to choose from when conducting interviews; structured,
semi-structured and unstructured interviews. Among the different forms, semi-structured
interviews were chosen as a source for data collection.

3.6.2 Qualitative research - semi-structured interviews

A semi-structured interview is appropriate for finding formerly unknown qualitative trends and
issues, investigating new areas the research paper aims to know more about and in
phenomenographic studies. Phenomenographic research is a qualitative research methodology
with the interpretivist paradigm, and it investigates the qualitatively different ways people
engage and experience something or think about something (Roulston, 2014). Further, they
provide flexibility to the interviewers since the order of questions can be changed, wording can
vary, and the focus on different areas can be adapted based on the answers provided by the
interviewees (Eriksson and Kovalainen, 2008). However, there should be predefined
questions/themes that can be asked during the interviews. This enables a structure that
facilitates seeing patterns and re-emerging themes among the interviewees’ answers (Wholey
et al., 2010).

Compared to other forms of interviews, semi-structured interviews provided the opportunity

and space for deeper discussion without being distracted by irrelevant topics or limited by a
fixed set of questions. This is reinforced by Wholey et al. (2010) as it is described that the
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interviews should be felt as a relaxed conversation and not as a conventional interview.
Furthermore, the strength of semi-structured interviews is that one can work with a complex
issue and deepen the understanding with the help of spontaneous questions. Many open-ended
questions can be asked in order to open up for several topics of discussion. The prominent
drawback with semi-structured interviews is that they tend to have lower reliability since they
are not standardized in comparison to other interview methods. However, due to the nature of
the research questions, where the focus is on the interviewees' perceptions, the method was
assessed as suitable. The method give the researchers the possibility to use follow-up questions
and adapt the interviews based on the answers provided (Eriksson and Kovalainen, 2008).

Finally, this report also had an emerging design as presented by Roulston (2014) and Cresswell
(2014); thus, the process and the approach emerged throughout the investigation of the aimed
research area. This means that the interview questions evolved and changed through the
research time to capture the interviewees’ perceptions in a holistic and unbiased way. As well
as, making the interviewees feel comfortable and share as much as possible with the authors of
this paper. This approach helped the researchers accumulate knowledge about the problem area
and take new information into consideration along the way. Additionally, these kinds of
questions help to facilitate more free-flowing discussion and follow-up questions from the
researchers.

3.6.3 Structure of interview questions

Qualitative methods have some specific characteristics typical for these kinds of studies.
According to Creswell (2014), one of these characteristics is that the interviewers will also be
functioning as a significant instrument in the data collection process. Hence, the researchers of
this paper carefully planned and prepared for the interviews. The interview questions and the
preparation method have their origin in theory presented by Wholey et al. (2010).

It is recommended with warm-up questions for the interviewer to feel comfortable. This was
done with the help of questions in order to find out information about their workplace and
demographic data to get to know the interviewees. As emphasized by Wholey et al. (2010),
follow-up questions were asked when needed to enrichen the conversation. Further, Wholey et
al. (2010) explain that if questions are to be asked where the answer might have a criticizing
character, it is better to start with questions where the interviews can offer praise regarding the
area first. “Starting with positives allows those people who might be reluctant to voice
criticisms to share their complaints later because they already offered some praise” (Wholey et
al., 2010, p.371). Further, the author explains that one way to remove social stigma surrounding
certain issues and to show that all answers are accepted one can start the question by saying,
“Some people told us they believe [in this matter]”. The technique can be used to show that the
interviewee’s answer will not shock the interviewer and that different answers are accepted.
The authors also point out that it is important to have closed-ended questions before expanding
them with follow-up questions. In this way, qualitative and quantitative answers can be
obtained (Wholey et al., 2010). The interview questions followed the recommendations
described. Before the interviews took place, a literature study and a pre-conversation was
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conducted. Based on the findings, relevant questions were formulated for the interviewees.
Figure 2 shows the different types of interview questions based on themes.

A pilot interview was conducted before conducting the real interviews with investment bankers
to see if the structure was able to capture the interviewees’ thoughts and provide valuable
information for the researchers. After the pilot interview, questions were revised and changed.
Some questions were redundant. Some questions were assessed to be unnecessary, such as the
size of their company and the location of the company’s headquarters since the researchers
could themselves find the information online. After the pilot interview, the rest of the
interviews followed the same structure. However, due to the format of the interviews, all
questions were not asked in the same order or focused on equally much. The interviews
depended, partially, on the interviewees’ answers and willingness to discuss certain areas. This

is, as described previously, a typical characteristic of semi-structured interviews.

Demographic questions: The Company:

- Age - Culture

- Sex - Hierarchy

- Education - Discussion of ethnic diversity
Perception: Recruitment process:

- Diversity in the industry - What the recruitment process looks
- If they feel included like

- Barriers to entry - How they think it can be improved

Figure 2: Theme of the interview questions used during interviews.

3.6.4 Selection of interviewees, language and setting

When the participants were selected for the interview process, the researcher’s personal
network was utilized, and participants were found through Linkedin as well. Further, the
interviewees were screened for eligibility, meaning that they had to fulfill criteria such as
working within the field that this paper aims to study, which is investment banking. The authors
chose people mainly with a foreign background to capture their unique views on ethnic
diversity within the Swedish Investment Bank industry. There were a total of nine interviewees,
of which seven had a foreign background. The remaining two had a Swedish background to
highlight different perspectives that the other seven might not bring forward.

The objective of the selection process was to have a mix of the parameters outlined in Figure
3. The authors sought to have a diverse set of interviewees regarding gender, experience from
investment banks in Sweden or abroad, and role within the bank. It helped the researchers get
a nuanced view of the industry. An exception was made with one interviewee, Ethan. He has
not worked in Sweden with investment banking. However, the candidate was assessed as
appropriate for the study due to his vast experience from abroad and in Sweden within the
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finance industry. Ethan also experienced trying to get into the investment banking industry in
Sweden without success.

Parameters considered when selecting interviewees:
- Gender
- Role within investment bank
- Experience - from an investment bank in Sweden or abroad
- Background - Swedish or foreign

Figure 3. Parameters considered when choosing interviewees.

The length of an interview is important to define in advance (Wholey et al., 2010). It was
approximated that 30-45 minutes was sufficient to obtain the necessary information from the
interviewees. In addition, the number of interviewees was not determined in advance, but
during the course of the study, an assessment was made of whether sufficient information had
been produced to be able to proceed to the next steps (Wholey et al., 2010). After nine
interviews, the responses began to be repetitive; thus, the authors concluded that sufficient
information was collected.

The language used during the interview process was adapted to the participant, which means
either English or Swedish was used. Language barriers can be problematic if the interviewee
or interviewers do not understand each other. However, all interviews in Swedish were
conducted with interviewees living in Sweden and being fully capable of using and
understanding the Swedish language. One of the interviews was conducted in English with a
native English speaker. Hence, there were not any language barriers during the process, and

the room for misunderstanding was assessed to be low.

Given the circumstances during the research - with the global pandemic induced by Covid-19,
the interviews were conducted digitally. All interviews were carried out through Zoom. When
preparing the interviewees, minimum information was disclosed in order not to pollute the
results. The researchers wanted the interviews to communicate their candid thoughts on the
subject and not answer as they think they should answer.

3.6.5 Data analysis

After the interviews were conducted, the results were compiled and reviewed. The recorded
audio of the interviews was transcribed with the help of a software, AmberScript, and it was
then checked manually to ensure correct transcription. Following the transcribed interview,
coding of the transcription was performed. Coding is an essential data reduction technique that
helps researchers explore, analyze, and interpret data (Saunders et al. 2015 and Collins and
Hussey, 2014). By categorizing and packing the data, coding will help the research paper
organize the raw data in themes. Pringle et al. (2018) describe coding as an act that links
together Phase 3 and Phase 4, which is the observation and information gathering process to
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analyse and understand the studied subject in both a detailed and broader sense. With the help
of grounded theory, the authors of this paper strived to move from participants’ descriptions of
their experience to conceptual understandings and theoretical propositions. The authors
brought their own view to the coding process, and the interviewees’ perspectives are inherently
filtered through that lens. Consequently, when it comes to coding the result, the authors were
vulnerable to overindulging their own conceptual frameworks to make sense of the
participants’ experience (Pringle et al., 2018). This is further discussed in section 3.7.

Focused coding was conducted parallel to the interview process. This coding process includes
categorizing concepts and important subjects from the transcribed interview mentioned by
interviewees (Pringle et al., 2018). This process also helped the authors to refine the interview
questions iteratively. The authors play a critical role at this phase, since each member of the
research team brought different perspectives to conceptual naming and categorizing of the
gathered material. There were significant and vital debates and negotiations around the
concepts that will best represent the meaning intended by the interviewees (Pringle et al., 2018).

After the focused coding, the authors conducted thematic coding. The themes when coding was
determined through 1) the commonly brought up topics by the respondents as well as unique
insights from interviews 2) the research questions and aim of the paper, and 3) also based on
the themes and theories found in conjunction with the concepts presented in the theoretical
framework and background section after an extensive literature review. Developing these
coding themes and interpreting the data is also an iterative process since an emerging approach
is used when analyzing the interview data (Saunders et al. 2015). The themes were the
following:

e Perception of diversity within the Swedish investment banking industry
How diversity is discussed
Why there is low ethnic diversity
Nepotism and network based recruitment
Tokenism
Inclusivity
How the recruitment process can be improved

3.7 Research quality; an evaluation of the research design

When conducting qualitative research, it is important that it is conducted in a rigorous and
methodical manner to gain meaningful and useful results to persuade the readers that the study
is worth paying attention to. Lincoln and Guba (1985) have identified four areas to look at
when conducting qualitative research to ensure it is trustworthy. The authors explain that
trustworthiness can be established by ensuring that the results are (1) credible, (2) transferable,
(3) dependable, and (4) confirmable. Each component is described and explained below.
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3.7.1 Credibility

According to Lincoln and Guba (1985), credibility is a means to establish confidence that the
results are true, credible and believable from the readers' perspective. Researchers must ensure
that those participating in the research are identified and described accurately.

There are different ways to ensure credibility. One method is triangulation. Interviewees can
only express their view and understanding of a situation and it is hence a subjective view of the
world. Triangulation can be used to mitigate the risk of forming conclusions based on
subjectivity that is far from reality and something that only one person experiences or, for
example in this study, something only present in one investment bank. In this study a
triangulation of sources was used by interviewing and gathering information from several
independent interviewees - with experiences from different banks and different parts of the
world. Consequently, it strengthens the findings from the semi-structured interviews (Lincoln
and Guba, 1985).

Additionally, member check was utilized to increase the credibility of the findings. It is carried
out by testing the interpretations and conclusions of an interview with the interviewee(s) to see
if the correct conclusions have been made and if the interviewees have been reflected correctly
(Lincoln and Guba, 1985). However, member checks have been criticized. It can be tempting
to send the results to the interviewees and let them verify interpretations and analysis, but it is
not an established verification strategy. Methodologists have warned against basing
verification on whether readers, participants, or potential users of the research judge the
analysis to be correct, emphasizing that it has the potential to impair validity (Morse et al.,
2002). This concurs with Pyett’s reasoning (2003). She explains that the interviewees do not
always understand their own actions and motives, but researchers can analyze and understand
them by applying critical understanding and theory behind their reasonings. Therefore, the
study’s researchers decided to only let interviewees analyze the results rather than the
discussion or conclusion. The decision was made since there should be no room for
interpretations in the results, which should objectively portray the answers of the interviewees.
In this study, member checks have, hence been done with the interviewees to see if the authors
have appropriately comprehended and depicted their responses.

Lastly, the paper used peer debriefing to seek help from a person with an outside perspective
to review and assess the analysis section, the result section and the discussion. Using peer
debriefing, authors could see perspectives that they had missed and not been aware of. The
reviewer plays devil’s advocate, challenges assumptions, and pushes researchers to the next
step (Lincoln and Guba, 1985).

3.7.2 Dependability

Dependability refers to ensuring that the research results are coherent if the study is to be
repeated with the same cohort of participants, coders, and context. Lincoln and Guba (1985)
explain that readers should be able to study the research process to assess dependability. Hence,
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to increase dependability, the researchers have ensured that the process is logical, traceable and
clearly documented.

An audit trail is one of the methods used in this paper to strengthen its dependability. Audit
trails are used to clearly illustrate the thought process and decisions made during the process.
Hence, the authors have clearly explained how data was collected, how categories were chosen,
and how decisions were made throughout the study. Audit trail boils down to transparency.
The purpose is for an external actor to be able to study the decisions made and evaluate the
accuracy of the findings, interpretations and conclusions to see if the data support them.
Further, confirmability is established when credibility, transferability, and dependability are all
achieved (Guba and Lincoln, 1989).

3.7.3 Transferability

The third criteria is transferability. Often in qualitative research, a limited environment or a
small group of individuals are studied. Transferability refers to the extent to which other
researchers or readers of this research paper can process the information and the findings to
decide if the findings are transferable and applicable in other contexts and situations, for
example, other settings, participants and times.

Lincoln and Guba (1985) explain that a method to ensure transferability is primarily through
thick description. It is a way to achieve external validity. By describing the phenomenon that
the paper intends to study in rich detail one can make it easier for readers to understand how
the findings can be transferable to other settings, situations, people, and times. The goal is not
just to describe the situation but to give detail about the context in order for the reader to get a
nuanced view and understand the complex cultural meanings underpinning the situation.

Thick description can be better understood when put into relation with thin description. Ryle
(2009) introduced a thick description by doing just that. The author explained that quantitative
studies generally only provide descriptions of what was observed - called a surface level
explanation. However, qualitative research needs to interpret what was observed to generate a
richer description. Thin Description is explained as a method that outlines the observation and
description of a situation. On the other hand, a thick description outlines the observation,
description, interpretation and analysis of the situation. The interpretation and analysis of the
situation has been done in the discussion and the observation and description of the research is
outlined in the result section as well as the method section.

3.7.4 Confirmability

Confirmability refers to the degree to which the study’s findings can be confirmed by other
researchers. Confirmability ensures that the findings are not influenced by the researcher's bias
and may thus be compared to objectivity in quantitative research. As a result, regardless of who
the researchers are, the outcomes of a study should be shaped by the participants in the same
manner Lincoln and Guba (1985). There are a couple of techniques to establish confirmability.
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This research employs a method known as reflexivity. It is an attitude that researchers adopt
when conducting a study. The attitude entails considering the researchers’ backgrounds and
positions and how they might influence the process; it has been discussed in section 3.5. This
is done since the background of the researchers shapes the research - in quantitative, qualitative
and even in laboratory science (Pandey and Patnaik, 2014). Further the researchers also used a
technique called audit trail as described under the dependability section - which also helps
increase the confirmability of the research.

3.8 Research ethics and sustainability

This paper aims to follow the European Code of Conduct for Research Integrity. This code of
conduct is founded on four principles; reliability, honesty, respect and accountability (Drenth,
2011). By following these principles, the research paper aims and performs with awareness
about arising ethical issues, which in turn result in increased credibility and authenticity for
this paper.

During the collection data and presentation of the data, it was important to consider and protect
the identity of the participants of the semi-structured interview. Confidentiality and anonymity
are of utmost importance under these kinds of qualitative research methods - especially since
the subject can be perceived as sensitive (Eriksson and Kovalainen, 2008). The interviewees
have been promised anonymity. Hence, the anonymity of the individuals in this particular
research is the first priority and will be respected. Therefore, under no circumstances will there
be sharing of raw data apart from the researchers (Saunders et al., 2015). In practice, all data
gathered from the conducted interviews will be stored so that their integrity is respected, for
instance, removing personal identification from the data (Eriksson and Kovalainen, 2008). To
achieve anonymity, interviewees will get aliases, and companies will be described by size (in
an interval). It is an essential step to make the interviewees feel comfortable and to get the
interviewees to be as transparent as possible.

Furthermore, the purpose of the study was also disclosed to exclude the feeling of being
deceived. Most of the interviews were held in Swedish, which means translation entailed
unwanted biases from the researchers due to language barriers. However, the researchers were
cautious in order to preserve the trustworthiness of the raw data.

When discussing sustainability, there are three main perspectives; Environment, Social, and

Governance (ESG). This report aimed to contribute to the social part of ESG, where diversity
and inclusion are discussed in conjunction with ethnicity.

29



4 Results

In this section the results of the semi-structured interviews are presented. The interviewees
thoughts and answers are clustered together based on themes and presented. The themes that
will be presented are the following (1) Perception of diversity in the Swedish Investment
banking industry, (2) How ethnic diverse it is today in Sweden, (3) How diversity is discussed,
(4) Why there is low ethnic diversity in investment banks according to the interviewees, (35)
Tokens restructuring their personas, (6) Inclusivity, and (6) How the recruitment process can
be improved.

4.1 Presentation of interviewees

Nine people were interviewed with different roles at several investment banks in Sweden. Out
of the nine interviewees seven had another ethnic background and two had a Swedish
background. Further, there were five men and four women. Table 1 presents an overview of
the interviewees.

# | Alias Gender Role! Origin Experience Company

(W/M) (Foreign/Native) (National/Abroad) revenue?
(EUR bn)

1 | Chioma W Intern Foreign National 5.0-10.0

2 | Raymond M Associate Foreign National 5.0-10.0

3 | Ahmed M Analyst Foreign National 0.0-5.0

4 | Kristine W Associate Native National 5.0-10.0

5| Dara M Analyst Foreign National 0.0-5.0

6 | Nahom M Vice President Foreign Both 5.0-10.0

7 | Alexandra | W Analyst Foreign Both >10.0

8 | Susanna w Associate Native National 5.0-10.0

9 | Ethan M Managing Director Foreign Abroad 0.0-5.0

Table 1: Presentation of the interviewees based on gender, role, experience of the interviewee as well
as revenue of the investment bank that they were last employed at or are currently employed at.

4.2 Perception of diversity in the Swedish investment banking industry

The general perception of the industry varied to some extent. Chioma thought that people
would be harsh, unpleasant and that the group she would work with would be highly
homogeneous. When asked what her perception was based on, she said that her perception was
shaped by information on the internet, social media, and movies. However, the interviewee

1 Refers to the role that the interviewees currently have or had when they were last employed by an investment bank
2 Refers to the revenue of the investment bank where the interviewees are currently employed or were last employed
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described that once she started working, she understood that all were human and they did not
behave as they had been portrayed in movies, in fact, they were pleasant and inclusive.

Ahmed did not perceive the investment banking industry as inclusive as Choima did. He
pointed out that the finance industry in Sweden is not a diverse industry. He compared it to an
“exclusive club”, consisting of similar people bringing in cronies. Thus, he argued that
recruitment is not based on meritocracy, and if you know someone in the industry, it is a lot
easier to get in. When asked what his perception of the “club’s” members are, the interviewee
explained that it is often native Swedish people. The view was similar among the majority of
the interviewees sharing their opinion, expressing that the finance industry consists of a
homogenous group, specifically consisting of native Swedes.

Alexandra moved from New York to work in Sweden due to the several benefits in Europe
compared to the United States. She stated that she thought Sweden was very forward-thinking,
egalitarian, and better from a strategic standpoint.

“From a very boring stand or like numerical standpoint, it was like, you know, I go from like
two weeks holiday to six weeks holiday and if I have a kid, instead of like a couple weeks off, a
couple months off, it's like a whole year and like all these things. So if I thought, like, long
term about like if I'm going to really hang into this tough industry, like in the long term, like,
oh, it would make sense to be here where it's like so forward thinking and like kind of better
life quality and stuff.” (Alexandra)

Alexandra further describes that her perception of Sweden is that things are much more
regional, which is the most significant difference compared to her experiences in the United
Kingdom and the United States. She explained that the United Kingdom and the United States
felt like a melting pot with people coming from all over the world to work in London and New
York. Which means almost everybody had a different upbringing and educational experience.
In contrast, in Sweden, there are more regional discussions, such as people talking about the
high schools they attended in Stockholm, and she felt that it could be a huge deal to go to one
of the prestigious high schools. Further, she explained that she feels like people are at a
disadvantage if they are not from Sweden or even if they are not from wealthy suburbs in
Stockholm?. The interviewee explained that she thought it was strange that she knew so much
about high schools when she had only spent a couple of years of her professional life in Sweden,
and does not have a child.

“It's like how many times do I hear about Viktor Rydberg?? And it's like I'm like, I'm not from
here, I have been here for a year and a half and I don't have kids. Why do I have to hear about
Viktor Ryberg like it's wild to me. And yeah. So that's the thing. It's very much like a society
thing and like you, it's just like the same people from the same families and it's very hard to

I3

break in otherwise.

3 The interviewee specifically referred to Lidingd. Saltsjobaden, Djursholm and Nacka
4 The interviewee specifically referred to a prestigious highschool in Sweden
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She continued and said,
“Everyone has known each other here from birth, if not from birth from Handels’ “

She explained further that people are very similar, they go to the same vacations in the north
of Sweden®. They often have summer houses in the same municipalities and they have similar
interests such as golfing, sailing, and skiing.

“So that's why you're like you're really at a disadvantage coming here as an outsider and like
you're still an outsider if like you are from like Sollentuna’ you would be still an outsider, which
is it's just wild for me”

Furthermore, Raymond’s perception was aligned with Alexandra’s. He stated that he believes
that investment banking is an industry with a very homogenous group of people. He clarified
it by comparing it to the retail side of a bank. The retail, according to him, is often more diverse
and portrays the diversity within society more adequately. However, he explains that the group
is more homogeneous when it comes to the more prestigious roles. Raymond argues that it
might be because the retail side needs to serve a more diverse clientele by working as customer
service advisors, private advisors, and business advisors, but that is not the case within
investment banking.

4.3 How ethnically diverse is it today in Sweden ?

All of the interviewees stated that there are very few people with a foreign background or that
it is almost nonexistent. Alexandra explained that it was hard to stay at the bank she transferred
to Sweden with. She felt that it was very tough and lonely as the only analyst who was a person
of color (POC) at the bank, and she was the only non-native Swedish speaker. Furthermore,
she describes that she could not see her future there because there was a lack of successful role
models that were women or POC.

Another interviewee that also claimed that ethnic diversity is almost nonexistent was Kristine.
She works at one of the largest Swedish banks. During the interview, she tried to figure out if
there were any colleagues with another ethnic background, and she could only name two in a
group consisting of almost 60 employees.

When asked about how diverse the industry really is, Ethan answered,

“I was doing a diversity recruitment in New York in [the late 90s], in Sweden we are just
starting to discuss this topic” (Ethan)

5 The interviewee specifically referred to Handelshdgskolan (Stockholm School of Economics) - a prestigious business
school in Sweden

® The interviewee specifically referred to Are
7 Sollentuna is a middle-class suburb in Stockholm
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That was his way to depict how far behind Sweden is, compared to the United States. He felt

that the gap in the years was enough to portray the situation in Sweden.

Alias Ethnic diversity within firm
Chioma ~5%

Raymond 5% - 10%

Ahmed 10%

Kristine 6% - 7%

Dara <5%

Nahom ~5%

Alexandra 1%

Susanna ~5%

Ethan 8

Table 2. Overview of approximated level of ethnic diversity within the investment banking industry by
the interviewees at their current workplace. Measured as the number of employees with a foreign
background.

4.4 How diversity is discussed

Every interviewee agreed that banks in Sweden have a clear focus and work actively with
gender diversity. For example, they have female-only events and other events with a focus on
gender diversity. However, everyone also agreed that there is no or a very limited focus on
ethnic diversity. Eight out of nine interviewees said that they discuss gender diversity and that
they do not discuss ethnic diversity within their teams. They explained that it is something
discussed on a group level - often externally by the CEO but not internally or by the middle-
management.

“If you look at the website you will probably find some nice words about ethnic diversity but it
was nothing I noticed during my time at the bank” (Kristine)

“It might be discussed in the footnotes” (Chioma)

The one interviewee that said yes to both was Raymond. Raymond gave an example and
explained that material was distributed within his former company regarding diversity.
However, the interviewee said in his that he did not feel that it was genuine and hence does not
feel like it was very serious. One of the reasons being that the person that was head of diversity
was still a person with a Swedish background, often without experience from abroad and the
interviewee felt like it defeated the purpose. Raymond continuously underlined the significance

8 He has not worked at an investment bank in Sweden
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of having the “the right people in the room”’(Raymond) to discuss diversity. When asked who
these “right people” can be, he explained that it means those that are affected by it.
Furthermore, Raymond explained that all banks are more or less obligated to talk about
diversity and have plans and processes to work with it - often due to social pressure and
branding. It can thus many times feel like it is not really genuine. “Most of the banks are trying
to check boxes ”(Raymond). Furthermore, Raymond and Ethan said if the banks had economic
incentives or received a report indicating that the banks will increase their earnings by specific
percentage thanks to diversity, there would be a change, drastically.

Alexandra explained that she had worked at the same bank in Stockholm, London, and New
York. In London and New York, they always talked about ethnic diversity. However, in
Sweden, it was never discussed. She explained that it might be because it is hard to do a
diversity hire and discuss diversity when they only recruit three interns a year in Sweden. In
contrast with the United States, there were numerous initiatives such as springboard initiatives
and mentorship programs. Furthermore, in the United States, internships are prepared a year in
advance with people who are women, POC, and LGBTQ members to make sure the hires are
representative of the country.

Dara conveyed that the discussion about diversity within the industry in Sweden is focused on
gender rather than ethnicity. During his endeavors in the industry, he has never discussed ethnic
diversity. He pointed out that the discussion regarding gender is needed due to the lack of
females in the industry. However, there is equally a lack of ethnic diversity within the industry.
Likewise, Ahmed candidly shared that ethnic diversity has never been mentioned at his
workplace. He has understood that the bank wants to be more inclusive and diversified, but
nothing specific has been discussed.

However, Raymond argued that his former bank often talked about diversity, externally. But
when he could not find people who looked like him or had a similar ethnic background, the
discussion felt a bit hollow. However, at his current workplace, the discussion and outcome
were better. He explained that the “right people" worked with the question - i.e., those that are
subject to exclusion.

“There is a distinct difference between Swedish banks and other international banks when it
comes to ethnic diversity. Where I work right now, an international bank, the diversity
discussion feels more serious with intent to actually make a change. The people in the room
pushing the diversity goal are the right people with the correct goal in mind. At my previous
work, the diversity discussion was used for “packaging” their financial services and products
to seem more diverse and inclusive.” (Raymond)

Chioma’s experiences concur with Raymond’s. She elucidated that the diversity commitment
at her workplace is more on a top-management level. Further, the discussion is focused on
gender diversity more than other types of diversities. She believes that Sweden has a long way
to go when it comes to discussing and implementing ethnic diversity compared to other
countries, for example, the colonial states. Raymond further strengthens her claim;
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“There are different types of diversities. There is this gender and sexual diversity, age diversity,

and ethnic diversity. In Swedish banks, when it comes to ethnic diversity, the discussions are
more on paper than in reality. It also feels more taboo. Companies, whether it is investment
banking firms or others, talk about ethnic diversity but nothing is actually happening. In
practice, ethnic diversity is excluded from other types of diversities.” (Raymond)

4.5 Why there is low ethnic diversity in investment banks according to
the interviewees

4.5.1 Role models, education system and society

The interviewees mentioned different explanations as to why there was a low level of ethnic
diversity. One interviewee, Dara, argued that, for instance, in the middle eastern culture,
doctors or engineers are considered as highly regarded and successful people. Hence, the
students with high grades in Sweden and with a foreign background usually choose another
path in contrast to finance. Further, he explained that parents' occupations also affect one's
career. Parents are often a source of inspiration, and if people see their parents run a company
or work in finance, it can act as a trigger to go the same way. Dara said that he is a second-
generation immigrant and his parents are first-generation immigrants. He argued that first-
generation immigrants are often forced to choose jobs within the service sector. This was
mainly attributed to a lack of education and possibilities to steer their life situations when they
flee from war to come to a foreign country in their 20s or 30s - sometimes even with children.
Hence, he argued that first-generation immigrants could rarely pursue high-status jobs such as
within banking or run successful companies in the industry. Consequently, second-generation
immigrants might not have the same drive to reach this goal that many Swedes have. However,
he argued that change is arising, and second-generation immigrants are looking further than
those who came before them in the first wave of migration. Therefore, the future labor market
will look a lot more different, according to Dara.

Another interviewee that had a further explanation on this matter was Chioma. She argued that
the world of finance is not something that is taught in school and explained. At least, it is not
as clear and easy to understand as what it means to be a doctor, lawyer or an engineer. When
people think about finance, they often associate it with auditors or an economist. When she was
growing up, she did not even know that the investment banking industry existed. Therefore,
she believes that it has something to do with one's social class. Chioma claimed that people
with better socioeconomic conditions have parents within finance, management consulting, or
other high-level jobs, and they know that these alternatives exist. They often have a clear goal;
go to Stockholm School of Economics and continue from there. Chioma had a similar reasoning
to Dara and explained that because many immigrants came to Sweden and had to work within
service sectors, they could not teach their children about finance - since they were not familiar
with it. She continued to argue that students with migrant backgrounds often learn about
investment banking at university and are therefore far behind people that have parents or family
and friends within the industry. She indicates that there is also a lack of role models.
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“Investment banking and trading is lucrative and there are many who want these types of jobs
but people with my background do not even know that these professions exist. When I talk to
friends from the suburbs, they do not really know what I am talking about and do not know that
it exists.” (Chioma)

Kirstine, who explained that there was a low level of diversity, argued that it has to be put in
relation to how many that graduate yearly from the programs that are considered relevant in
Sweden. It is, for example, not relevant to say that there should be a 50/50 split between native
Swedes and people with a foreign background. Susanna also emphasized this. When asked
what programs Susanna refers to, she explained that they are programs at Stockholm School of
Economics and mainly Industrial engineering and management from KTH, Lund’s University,
and Linkdping’s University.

Raymond continued on his comparison of investment banking and the retail side of a bank. He
argued that the requirements for getting in and working on the retail side are more focused on
personality. Therefore there is a wider range in regards to ethnicity, age, and gender. However,
within investment banking, the clientele is institutions or large corporations. The prestige and
competitiveness also mean increased demands on education. Raymond argues that perhaps it
attracts a set of people. Further, the roles often require some specific education programs,
which are constituted by a majority of Swedes, and it increases the threshold to enter for people
who look different.

4.5.2 Nepotism and network based recruiting

Further, five out of nine interviewees pointed to network-based recruiting and nepotism as a
source contributing to a low level of ethnic diversity and homogenous teams. They also agreed
upon that to get a job at banks in Sweden, the people one knows matter. According to them,
there is either an emphasis on nepotism or network-based recruitment, especially for roles that
are not entry-level.

With experience from New York, London and Stockholm, Alexandra explained that the
recruiting in Stockholms is very much based on a person’s network and word of mouth - not a
suitable model in her opinion. The interviewee further mentioned an example - she had noticed
that two out of three available intern-roles at an investment bank had already been promised to
other people before the recruitment process started.

“It is a problem because there is not as much hiring, there are not as many spots as in New

‘

York and London, but it also seems like the processes are not democratic here in Sweden. "
(Alexandra)

Alexandra further explained that she had been told by people working at HR that they would
get too many applicants if they were to advertise a role. Hence they preferred referrals. She
also received her job because of a recommendation from a senior executive within the
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organization. This was considered to benefit people from wealthy areas in Stockholm since
they often had a network that could help them get into the banks.

“She passed my name on and passed my CV to like the global head of the investment bank and
then that's how I got taken seriously to get a role and It's just so many people are never given
the chance because all this shit is done underground.” (Alexandra)

With experience from banks in the United States and the United Kingdom, Ethan explained
that banks in Sweden focus more on hiring based on recommendations than competence. This
was also discussed by other interviewees. Chioma pointed out that several firms never market
any internships or entry-level roles; however, people still get jobs there. Furthermore, three of
the interviewees received their current jobs also thanks to recommendations. Raymond
emphasizes that a professional network is the most important thing one can have. The
interviewee added that socioeconomic factors affect the possibility for certain types of
networks in an early stage - since people from wealthy areas often have a better network to
land a job within investment banking compared to people from poor socioeconomic
backgrounds.

Nahom highlighted the fact that people often recruit candidates from the same socioeconomic
background - candidates that have been to the same schools and come from the same wealthy
areas in Stockholm. He interviewed with a company in Sweden and explained that almost all
went to the same prestigious high school in Stockholm. He indicated that it could not have been
due to coincidence. The company and its employees must have made an active choice to recruit
people with similar backgrounds. He felt like they were not giving other people a chance. The
same interviewee explained that it was easier for him to get a job at a prestigious bulge-bracket
investment bank than getting an interview at an internationally unknown Swedish bank. He
argued that even if he were to apply to a Swedish bank or consulting firm, he would not get an
interview in Sweden. Nahom continued and explained that he felt that another person from a
wealthy suburb in Stockholm, with a father as a manager, would probably apply and receive
the job instead of him. The interviewee conveyed that the only reason he got a job in Sweden
was that a friend strongly recommended him.

“I have kind of got the feeling that a profile like me is not very much appreciated in Sweden so

I have stopped searching here. It is much easier for a profile like mine to get a job in London.”
(Nahom)

According to Ethan, the broader consequence of nepotism and network-based recruitment is
that the company and the industry as a whole will experience a lack of “diversity of thought",
which is essential to be able to obtain nuanced problem-solving methods with different points
of views. Ethan is adamant that it is hard to achieve diversity of thought with homogenous
groups.
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“If you have the same people brought up on the same street, that have been on the same
vacations, with parents that have been friends for several generations all being in the entry
level roles, how many different angles of approach will you have?” (Ethan)

Parallels were drawn to London with groups made up of people from all around the world.
With the help of a diverse group, the teams could get a multitude of different approaches to
solve a problem. Ethan further explained that this would eventually cost Sweden in the future.

“When talent is joining other banks - competing with Sweden - it is a loss for Sweden. Sweden
pays for people's education but they end up in banks in other parts of the world because they
can not secure jobs here.” (Ethan)

Ethan also highlighted that nepotism not only controls the recruitment process, but also the
career paths and who gets promoted and can climb within an organization. That is a detrimental
problem, according to the interviewee. The interviewee explained that it is different in New
York; they completely ignore whom you know. Your team must like you, but it is mostly about
adding value to the company to be able to climb. Further, he continued his argument and
explained that it would be harder for people to say to someone that they are wrong if that person
is a manager and personally got you the job. Finally, the interviewee drew a parallel and
explained why he thought money laundering was so spread out in the Nordics.

“It is not strange that money laundering is so spread out in the Nordic banks. Because it is
made up of people that are really tight and they do not speak up. Why would they ruin the gig?
To speak up? I believe this way of hiring and having a homogenous group makes the risk for
scandals higher and increases the risk of systematic risk such as what we saw on the credit
market amidst the covid-19 pandemic.” (Ethan)

4.5.3 Inequality regimes

There were two distinctly different mentalities when discussing inequalities. All of the
interviews with a foreign background thought they had limitations due to their names, skin
color, or foreign background. Four of the interviewees with foreign background further
explained how it affected them negatively and how it was a disadvantage in the labor market
in Sweden. The other approach was a bit different. The remaining three with foreign
background explained that there might be a problem but that it will not help to focus on it. They
explained that they did not want to acquire a victim mentality as a personality trait since it can
be destructive. Instead, they just focused on becoming an even more attractive candidate and
navigating through the industry as it is today.

Raymond indicated that he is convinced that he has certainly been excluded in some processes
due to his ethnicity. As a result, he may sometimes not be assessed one hundred percent on
competence. However, it is nothing he has noticed directly or thought about that much.
Similarly, Choima acknowledged that she had read studies indicating that it is harder for a
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person with an African-sounding name to get an interview. However, she explained that she
does not focus on it at all.

“It is too big of a question to tackle on your own. You can also not get through a change in a
short time. So I am just thinking what can I do to maximize my chances? Well I can become
more attractive as a profile. Then it is about getting a similar job, building a CV, learning.”
(Chioma)

Dara had a similar view and approach as Chioma and Raymond did. He also explained that he
had read studies indicating that it is harder for someone with a foreign-sounding name to get
an interview compared to someone with a Swedish-sounding name. He emphasized that he has
not experienced it directly but that there probably is some truth in it. Dara also pointed out that
it is an indication that the political party, the Swedish Democrats, a right-wing party, is the
third-largest party in Sweden.

“I do not put any meaning on those who vote for the Swedish democrats but it still says
something... I have not experienced it directly but indirectly I have certainly been affected by
it by not getting the chance for a job interview.” (Dara)

The interviewee continued and argued that it could be hard to be nice and let people into a
company due to ethnicity, gender, and age. He explained that the financial industry is extremely
competitive and result-oriented, and it does not leave any room to include people just because
they are men or have a Swedish background - they have to be able to keep up with the pace.

Nahom had a different explanation and argued that it is not really about skin color or having a
foreign background. Rather, it all boils down to social class. He explained that it is equally hard
to get a job for his Swedish and black friends from a low socioeconomic class.

“It's easier to complain that I'm black. But that is not true. There are rich blacks in Sweden
and it's not about skin color, people do not care about it. There are blacks with parents in
finance who get the job very easily. But if you look at the lower classes, it is difficult. I also
know Swedes at Stockholm School of Economics that have problems with it - they also have a
hard time.” (Nahom)

Nahom’s reasoning concurs with Alexandra’s. She argued that many times it is a lack of
connections and social capital that prevents a lot of people from getting into the industry, even
if they go to the right schools and the right programs. She further described that it is easier to
get into compliance jobs or treasury jobs at a bank. However, getting into corporate finance
and investment banking roles - well-paid professions - is competitive and network-based.

Nahom went on and expressed that he could not be himself with his former colleagues at a
bank he used to work for in Sweden. He felt more comfortable with people he encountered
outside of work than the ones at work. Therefore, he had made the conscious decision to be
quieter than usual. He expressed his dissatisfaction with the situation and explained that he felt
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different because he or his family does not possess a summer home or a boat, and that was all
that the others talked about.

Ethan explained that he knew from an early age that he would work in the United States. He
had witnessed how his mother struggled to get a job and how she had taken a job that she was
overqualified for, even though she was educated and successful abroad. This made him decide
that he would work abroad early on.

Ethan is a black man with Swedish citizenship. He is well known in his field due to his
experience and track record. The interviewee has held positions as managing director and Head
of a division at some of the world's largest investment banks. After a successful career abroad,
he returned to Sweden for personal reasons. He was offered “Head-roles” in Europe but
struggled to get as much as an interview in Sweden. He only received one interview even
though he was assisted by one of the best headhunters in Sweden. Once he got the interview,
he was told that the bank would not offer him a position and that there would not be any
positions available in the future.

Kristine and Susanna - the interviewees with a Swedish background - explained that they did
not feel like there was anything structurally holding them back. They also emphasized that
having a Swedish background had not provided them with anything or given them an
advantage.

Further, the need for education was discussed. Raymond began by explaining how only the top
programs and universities are accepted within the finance industry in Sweden. Chioma also
discussed this, explaining that London has a much more diverse recruitment where education
does not really matter. What matters is that the student has received outstanding grades,
irrespective of the program, and that they perform during the recruitment and show great
interest in the field. Chioma went on to say that comparing London with Stockholm might be
difficult. London has many more positions open, and during the first 6-8 weeks of a job, the
employees get an education to prepare for the job. Hence, they can recruit people that do not
have a finance background. In essence, the idéa is to find the smartest and most dedicated
people that can perform. Chioma claimed that there are probably smart people in Sweden who
are overlooked by firms because they lack the appropriate education. However, she emphasizes
that it is a question of volume and how the companies view recruitment.

Problems with diversity, according to Nahom, can sometimes be traced back to universities.
He explained that he had been treated unfairly by the student association that hosts finance-
related events. One particular event was with a bulge-bracket bank that he wanted to attend
since he had applied for an internship there. The student association decides who is allowed to
attend, and he was not chosen. He argued that the members of the association only brought in
their own friends. Further, one of the board members of the association had told Nahom
explicitly that he was not capable of competing with students from the London School of
Economics for an internship at the particular bank. Nevertheless, two weeks later, he received
a job offer from that same bulge-bracket bank.
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“A lot of diversity hiring is already destroyed on campus. I was treated very badly already
there and I do not know people within the companies. Djursholmare® have their way in and I
cannot create the same infrastructure that they have. I was denied a lecture with the bulge-
bracket bank but I got a job there two weeks later. A lot lies in the fact that I'm not from the
right circle of friends.” (Nahom)

4.6 Tokens restructuring their personas

Three out of nine interviewees, with a foreign background, stated that they change their
personalities during recruitment processes. Nahom explained that he studies and tries to mimic
how he believes a Swedish person would like him to be. He said that he avoids a certain
hairstyle called fade because he can be perceived as an aggressive person in conjunction with
his skin color. He also walks with his back bent down to come off as a submissive person to
counter the prejudice that comes with his ethnicity. Furthermore, when he speaks, he tries to
go up in tone at the end of the sentence to sound passive and less belligerent. This is a result of
him being told that he can come off as an aggressive person several times.

“I do not come as myself. These are the reasons I think made me get the job. I came like that.
Do you understand what I mean? That alone is a terrible thing to do. But that is how it looks
if I'm going to get a job in finance in Sweden or if I should even consider getting a job here in
Sweden. While when I went to London, I could really be myself. Talk exactly like I usually do.”
(Nahom)

The disadvantage of having a foreign-sounding name was discussed by Ahmed. He revealed
that he considered changing his name to a more Swedish- or European-sounding name to get
into the interview processes at investment banks. The interviewee did some research and
concluded that people with similar names as his have a tougher time getting an interview.
However, he was still ambivalent and was unsure if he wanted to do it. One reason being that
he did not know how he would explain it to his friends, that he needed to be called something
else than his given name.

Nonetheless, Ahmed continued to explain that he felt that the interviewers might have
prejudices against him because of his Middle Eastern background. Ahmed explained that he
felt like people thought his Swedish is insufficient or that he does not comprehend the Swedish
culture, particularly the work culture, due to his background. He elucidated that despite having
a strong CV, he felt that he needed to go into the interviews and proactively rebut prejudices.
Specifically, Ahmed thought that people might think that he had a different perspective on
leadership - a more authoritarian one where he needs to be in charge, or that he likes to do
things himself. Thus, people might think that he would not be as good at collaborating due to
these prejudices. Therefore, he proactively emphasized the importance of collaboration and the
cruciality of a leader that leads the team and values all team members. In the end, Ahmed did
receive a job offer and did not change his name.

° People from a wealthy suburb in Stockholm
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Ahmed was asked if his perception of having a harder time due to his name or background had
been verified. He had not received confirmation, but on the other hand, he argued that no one
would say that he was rejected due to his background, looks, or name - that would be rather
strange or a case of racial discrimination. But he felt like some of his experiences, when he
applied for jobs, were a partial confirmation. Everything had gone very well, and there was
nothing wrong with what he had said or done during the interviews, yet he was still rejected,
and the feedbacks he received were quite illogical, leading him down the paths of
discrimination and racism.

Another interviewee that discussed a reconstruction of their persona was Alexandra. She
explained that she changed her personality and emphasized that it was a natural thing to do
based on the country she is living in. With experience from New York and London, she
explained that Sweden is more “consensus-driven” and hence she is a bit more cautious with
her opinions even though she is still very opinionated.

4.7 Inclusivity

Ethan explained that diversity comes with inclusion. If a company or industry is inclusive, then
diversity will follow. It is the inclusion part that the interviewee is concerned about when it
comes to investment banks in Sweden. That is the one missing, according to him.

Six of the interviewees explained that they felt included. Ahmed explained that the culture was
inclusive at his company. He said that his colleagues were very pleasant to work with and that
his job has been gratifying. He portrayed the culture as accepting. For example, people were
interested in his background and asked about his religion, Islam, out of curiosity and to gain
understanding, not in a repulsive or disrespectful way. Ahmed felt that this created a more
inclusive feeling for him. A bit of an obstacle for Ahmed was “After-work™ events due to
alcohol often being involved.

“Sometimes I can feel that I am not accepted because I do not drink alcohol. Now I do not
know how many people in the department drink alcohol. It is not certain that it would have
been a problem, but I just get the feeling that it may be difficult to be accepted if you do not.”
(Ahmed)

Chioma felt included as well. She explained that there could be obstacles due to her not golfing
or skiing - and that was often practiced among her colleagues, but she did not feel that it was a
big deal. In contrast, Alexandra did not feel included at all due to being the only POC and non-
native speaker.

When Nahom was asked about his feelings towards inclusiveness, he explained that he did not
feel at ecase because he was different. As a result, he had made the conscious decision to be
quieter than usual, and he had already chosen to relocate to London while working in Sweden.
He expressed that he felt different because he did not have much in common with his
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colleagues. However, when asked if he felt that the culture was inclusive, the interviewee
elucidated that his colleagues were friendly and tried to be inclusive. He did not feel like they
tried to exclude him in any way, but he did not feel that he fitted in.

One of the interviewees, Dara, started working at a smaller firm and confirmed that the work
was in alignment with the perception of the industry that he had during his studies. It was a
tough culture accompanied by much pressure - with managers not afraid of telling him if he
was slow and not hesitant to get angry if he made mistakes. The culture, he added, was shaped
by the middle managers. Dara further conveyed that he felt included in the group. He
emphasized that he was able to discuss ideas and always received help when he needed to, but
he was not really taken care of or patted on the back. Furthermore, he had worked at another
investment bank and felt that the job was more relaxed and not as his first job. He explained
that inclusiveness has a lot to do with the group one ends up working with.

4.8 How the recruitment process can be improved
The following list shows the proposed methods to improve the recruitment process according
to the interviewees.

1. Make the process more challenging and test the candidate’s knowledge and potential
by for example asking the candidates to submit a report or have them do a case
Have more people meet the candidates
Introduce accelerated programs for people that are underrepresented
Prohibit people with parents as managers to apply for jobs within the company
Have companies present ethnicity in their annual reports - on all of the companies'
different hierarchical levels

nkh b

Offer 3-day events introducing people to the company and the industry
Link diversity to the managers’ bonuses

Do an active choice to hire people from different ethnic origins

. Have the recruiters be more diverse to reflect the labor market

10. Anonymize the recruitment process

© 0 N o

Number one (1) was discussed by Dara. He has experienced a process where he had to submit
a report on a particular subject, and he liked the approach. That way, he explained that one
could be assessed based on knowledge instead of CV. Nahom proposed a similar idea. He
thought it would be good to assess how smart the candidate is and that cultural fit was not
something necessary to look at.

Number two (2) was proposed by Kristine and Dara, arguing that bias would be mitigated since
more people would assess each candidate. Dara thought that intelligence is a hygiene factor,
and the most crucial aspect is to work well with the team. Hence, the interviewee proposed that
it would be good to meet several people at the company to really get a feel of the team, get an
honest chance, and make sure the team gets to know you and assess the cultural fit parameter.
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Number three (3) was introduced by Alexandra. She suggested accelerated programs for people
that feel underrepresented. She explained that they could write an essay explaining why they
want to get into investment banking.

“Have it be like an essay prompts or people write, this is what I've overcome in my life, this is
why I don't have connections but I really want to work in this industry because of this reason.
So it could just be some Swedish guy who like grew up poor on a farm writing an essay
explaining why he is interested but does not have connections or experience. That's still
diversity. It could be a woman. It could be people of other foreign descent. But I think having
people tell their stories and stuff can, like, build out a better workforce than just like the Viktor
Rydberg!’ of more Viktor Rydbergs.* (Alexandra)

Alexandra explained that it could be hard to look at someone's CV. Because having someone
going to the best high school and then getting a job, at for example Nordea or Handelsbanken,
from an early age, due to connections will make them look much better than someone going to
the same high school but with work experiences from, for example, grocery stores. The
interviewee argued that the person with relevant previous experience within the industry will
always be chosen before the one with other experiences. Therefore it becomes an issue of catch
22, meaning people without relevant experiences are not chosen since they do not have relevant
experiences.

“Experience is always going to get chosen. So it's just how do you how do you open up
opportunity for those who don't have names like brand names on their CV because they might

be like someone who's perfect for the job, like they never even get the chance to show that.*
(Alexandra)

Number four (4) was proposed by Nahom. He explained that it is an approach used by Goldman
Sachs to mitigate nepotism. He proposed that investment banks in Sweden should follow suit.
This was also reinforced by Ethan explaining that despite knowing several high-ranking
executives at major multinational banks in New York and London, he is unable to assist anyone
in obtaining a first-round interview. Ethan noted that nepotism is eliminated in the first step
because HR and no one else is in charge of recruitment. He went on to say that he thinks it is
crazy how investment banks recruit in Sweden.

“It is capitalistic companies recruiting like an old start-up.” (Ethan)

Number five (5) was proposed by Alexandra. She suggested that companies in Sweden should
include nationality and ethnicity in annual reports and provide richer data when it comes to
gender. She argued that it is reasonable since Stockholm and Sweden are becoming more
diverse and international. It is harder to avoid the topic when companies are tracking and
publishing numbers regarding ethnicity. Ethan also discussed this topic. He cited an old saying
- “What gets measured gets managed” by Peter Drucker - a management theorist. Further,

10 Prestigious school in Stockholm
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Alexandra explains that most companies only provide dara regarding the share of women but
do not break it down to different levels. Parallels were drawn to other banks such as Goldman
Sachs. They show their diversity targets with respect to nationalities and gender and provide
rich data showing how it is on each level of the company.

“Because the thing is like there's no excuse to not have a diverse workforce because you get a
million applications because everyone wants to work there. So it's like, well, you can make sure
that it paints a diverse picture and your clients are diverse as well” (Alexandra)

Number six (6) was proposed by Alexandra. She argued that 3-day events with introductions
to the company would help people to really understand, early on, what investment banking is
about. Alexandra, with experience from New York and London, drew parallels and examples
from abroad. She explained that the banks could arrange 3-day events where students could
meet employees at the banks and be exposed to the industry. When they then come to an
interview, they know what they are getting into and have a real sense of the company.

Number seven (7) was proposed by both Ethan and Raymond. They said that if diversity would
be linked to the managers’ bonuses the problem would be solved within 15 minutes.

Number eight (8) was proposed by Nahom. He explained that companies need to make an
active choice to hire people who, for example, have another skin color or ethnicity. In addition,
he argued that companies must stop exclusively hiring people from wealthy areas with parents
in the industry.

Number nine (9) was discussed by Raymond. He underlined the importance of minimizing the
human aspect from the recruitment process. As other interviewees did, he remarked that studies
demonstrate that a person’s name can make it harder to get an interview. Therefore, he argued
that those who recruit need to have a wider range of perspectives. He added that when
comparing teams led by foreign managers to teams led by ethnic Swedish managers, he had
found a significant difference in diversity. However, he argued that it is completely natural and
even understandable that people are drawn to people who are similar to themselves. For all
groups of people and settings, including in recruitments. Therefore, the recruiters must be more
diverse, or the companies must put even more pressure to view candidates objectively.

Number ten (10) was a recurring theme suggested by seven of nine interviewees. This was
proposed to prevent the recruiters' bias from influencing which candidates receive a job offer
or an interview. Raymond emphasized that the human aspect of recruitment has to be
minimized. As well as other interviewees, he mentioned that he had read studies indicating that
it is harder for someone to get an interview due to having a foreign name.

Ahmed added that he believes one cause for the homogeneity within investment banking is that
people typically seek out people who are similar to themselves and who they think fits best.
However, it may not necessarily be the best choice since it reinforces homogeneity. He
reasoned that a change is required where a culture is created that is more open and accepts other
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members. Further, recruitment should be based on merits and what the candidates have
accomplished instead of how they look and whom they know. He reasoned that it will
ultimately be a skewed distribution and that it will not be the best, but working actively with
these issues will succeed in getting a better distribution.

Ethan explained that it is of essence that the right roles are included in initiative when it comes
to anonymization during the interview process and similar. He explained that a Swedish bank
had implemented anonymous processes a long time ago, but there had not been any changes
when it came to revenue-generating roles. More diversity was realized by the companies, but
only in some areas of the organization. It can be a concern since it is the revenue-generating
parts of the bank that create the future CEOs and “head-roles” - not the back office. It is the
parts that bring money to the bank.
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5 Discussion

This section discusses the results and anchors the interviewees' answers with the existing
literature and theories presented in the paper. Furthermore, the section is divided into similar
themes, as the result section, to discuss all the themes presented clearly.

5.1 Perception of diversity in the Swedish investment banking industry

From the interviewees' perspectives, as presented in the result section, the common perception
of the investment banking industry is that ethnic diversity is limited. The empirical data
revealed that ethnic diversity is around 5% in the respective investment banks (see table 2).
Even if it is an estimation, it indicates that it is very low. Furthermore, the interviewees
conveyed that the industry consists of a highly homogenous group, where similarities with the
group’s members play a vital role to be included in this “exclusive club”, as one interviewee
called it.

Furthermore, when discussing the perception of ethnic diversity in the investment banking
industry in Sweden, one interviewee claimed that ethnic diversity was neither present nor
tangible, unlike previous countries she lived in. She experienced exclusion because of her
gender and foreign background, despite the fact that she is a woman who immigrated to Sweden
due to the country's egalitarianism and progressive thinking. Sweden, as (Romani et al., 2017)
mentioned, has a longer distance to go when it comes to ethnic diversity compared to gender
diversity. From interviewees with an international working experience perspective, it was
evident that countries, such as the United Kingdom, Netherlands, and United States, are a
melting pot with people with diverse backgrounds. This concurs with Holvino and Kamp's
(2009) claim about colonial states being at the forefront of ethnic diversity compared to
Scandinavian countries that recently experienced migration.

As aforementioned, one of the interviewees described that in Sweden, the corporate culture and
the discussions between colleagues are quite regional; for example, it is common to discuss
which high school one attended. These internalized discussions often exclude those with
different backgrounds while fostering a tight relationship between those with similar
backgrounds. As presented in the results, many with a foreign background in these
organizations experience loneliness and scrutiny. Watkins et al. (2018) explained that these
excluded minority groups or individuals in organizations are known as tokens, and this paper
will discuss tokenism further down.

Is the perception of these interviewees accurate, or is it far from reality? OECD partially
confirms the perception. As presented previously, Sweden has one of the lowest rankings
compared to other countries when it comes to integrating migrants into the finance and
insurance sector, in the OECD. With only Italy, Austria, and Germany having a lower ranking.
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5.2 How diversity is discussed

All interviewees had a similar take on the issue of how diversity is discussed within Swedish
investment banks; gender diversity was the main focus. They did not bring it up as an issue,
because most of them agreed that all kinds of diversity are important. Sweden being an
egalitarian country is no surprise. According to the World Economic Forum (2021), Sweden
is the fifth most gender-equal country in the world, trailing behind Iceland, Norway , Finland,
and New Zealand. However, the majority pointed out how other types of diversities, such as
ethnic diversity, are brushed aside.

Another common perception among the interviewees was that ethnic diversity as a whole is
something that is only discussed on management/group-level - externally. Management often
implements formal guidelines and processes to show that they adhere to social norms and hire
based on formal process rather than bias. However, there is actually a lack of discussion and
application internally within the organizations. Some interviewees, such as Raymond, stated
that in a previous bank he had worked at, the conversation never felt sincere, and he felt that
the investment banks only discussed ethnic diversity due to social pressure and branding.
This concurs with Dobbin and Kalev’s (2017) findings, where they argue executives’ hearts
are not in it since it rarely has been a change without the pressure from social movements,
professional groups, lobbyists, or regulators. Further, a study by Meyer and Rowan (1977)
has shown that companies use window-dressing methods to portray legitimacy. The same
study has also shown that managers still circumvent these formal processes, set out to adhere
to social norms, to hire cronies, and according to the interviewees, this still seems to be
prevalent.

5.3 Why there is a significantly low ethnic diversity

5.3.1 Role models, education system and society

More than half of the interviewees emphasized the significance of having role models, such as
parents or acquaintances with a career within these industries. When Ethan realized that his
mother had to choose a career path for which she was overqualified, he understood it would be
difficult for him to thrive in Sweden.

Dara had a similar claim, arguing that first-generation immigrants are frequently forced to work
in the service industry. This was primarily ascribed to a lack of education and opportunities to
redirect their lives after arriving in a foreign nation as refugees in their 20s or 30s, sometimes
with children. As a result, first-generation immigrants are unlikely to pursue high-status careers
in banking or to operate successful businesses in the field due to a lack of role models. Is Dara’s
claim of first-generation immigrants having low-status jobs supported by data? Data from
Statistics Sweden (n.db) shows that the professions that employ most immigrants are (1)
Cleaners and helpers in offices, hotels and other establishments, (2) Assistant nurses, home
care and homes for the elderly, and (3) Home-based personal care and related workers.
However, that might not provide an accurate picture since the sectors might be bigger compared
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to other sectors and hence they might employ more people. Therefore, it can be more interesting
to look at the share of immigrants in each profession and see which professions have the highest
share (See table 4 in the appendix). The top three professions with the highest share of
immigrants are (1) Pizza makers and fast food preparers, (2) Maid, nanny and related workers
(3) Cleaners and helpers in offices, hotels and other establishments. Table 3 and 4 (see
appendix) provides data that strengthens Dara’s argument.

Furthermore, Chioma indicated that the absence of role models and parents working within the
industry could be the reason why there are few people with a foreign background in investment
banking in Sweden. Parents being role models to their children is in alignment with a paper
written by Young (1994). The author outlines that parents are important actors when it comes
to helping children in their career choice and development, not only by assisting them but also
by being role models. Super (1957) explains that parents are their children’s first reference
group when considering career possibilities. Furthermore, children's career choices and
perspectives are influenced by their parents' interests, competencies, and opportunities.
Alexandra noted how the absence of a relatable role model made it harder for her to work and
see a future within the field in Sweden. According to the theory, as time goes by and the
children get older, their reference group tends to shift to peers and eventually to professionals
in the career of interest Super (1957). Hence, it is especially important for someone at
Alexandra’s age to find role models within the industry she is working in.

Susanna and Kristine brought up an intriguing point: the number of people with a foreign
background working in investment banking should be put in relation to the number of people
who graduate from the universities and programs in Sweden that are regarded relevant in the
finance industry. Accordingly, the interviewees claimed that the low level of ethnic diversity
within investment banking is due to the low level of ethnic diversity within the educations
preferred by the employers. Further, Raymond concurred with Kristine's and Susanna’s point
of view by stating that their point is especially true for the more prestigious parts of the bank -
among others the revenue-generating parts - the investment banking divisions. Other
interviewees explained the candidates are primarily from the Stockholm School of Economics
or, secondarily, engineers from industrial engineering and management at KTH, Linkdping’s
university, or Lund’s technical university, in descending order. Further, Raymond explained
that the threshold to get into investment banking is high and pointed out that the education
needed is often made up of a group that skewly reflects the groups present in society. Lack of
ethnic diversity in the talent pool is a viable cause of lack of diversity within the industry.
However, some companies use this as an excuse to distance themselves from the issue rather
than to try and tackle it. Holgersson et al. (2016) argues that this is a typical defecting technique
by corporations. By blaming the talent pool or society, corporations try to shift the
responsibility away from themselves to avoid dealing with the topic of ethnic diversity in the
industry.

One interviewee explained that the problem could be related to the volume of jobs available in

Sweden and the number of recruitments per year. The interviewee explained that in Sweden,
there are not as many open positions as in the United Kingdom. This is clearly backed by data
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from the Office from National Statistics (ONS) (2021), indicating that there were 1 137 000
people employed within the Financial and insurance sectors, as of Q4 2019 in the United
Kingdom. The corresponding number for Sweden is 96 074 as of Q4 2019 (Statistics Sweden,
2019). Note that the United Kingdom’s population is approximately six times as big as
Sweden's, but the number of jobs within the industry is ten times as much. In other words, there
are more jobs within finance and insurance per capita in the United Kingdom compared to
Sweden. However, the number of jobs within each sector per capita might not be interesting if
the job market is viewed as a global market. Furthermore, it does not tell how many new
positions are available each year which can differ if, for example, the United Kingdom has a
higher churn rate. Nevertheless, data indicate that the market in London is a lot bigger than in
Sweden. Further, ONS (2019) shows that during 2019 there were 32 480 jobs on the market in
just London. That is approximately corresponding to one-third of all the jobs within the finance
and insurance industry in Sweden.

With the volume disparity in mind, Alexandra’s explanation of why some companies do not
do diversity hires can be assessed to be reasonable. She explained that it is difficult to do
diversity hires when there are, for example, only three intern recruitments during a year in a
company. That can be put in contrast with, for example, the United Kingdom, where there were
around 30 000 jobs advertised during 2019 with even more people applying. It is reasonable to
expect that the recruitment in the United Kingdom does represent the diversity in society. A
further discussion of the implications of the volume differences will be discussed in the next
section

5.3.2 Network based and nepotism

Five out of nine of the interviewees pointed out that the investment banking industry is often
made up of a homogenic group consisting of people with similar socioeconomic backgrounds
growing up in the same wealthy areas of Stockholm. Because of this, most have known each
other since birth, have often grown up together and been to the same vacations. This usually
results in a close-knit group looking out for each other professionally, according to the
interviewees.

If this perception of the industry is correct, it may partially be explained by the similarity
attraction model (Byrne, 1971). The model explains that individuals who perceive themselves
as alike are more attracted to each other. Similarity can be divided into surface-level attributes,
such as physical features, and deep-level attributes based on attitude, values, personality type,
socioeconomic status, and preferred leisure activities (Byrne and Wong, 1962). Several of the
interviewees argued that employers often recruit candidates that are similar to themselves.
There are numerous sources in the theoretical framework indicating that it is a widespread
phenomenon. Rydgren (2004) presents three mechanisms to explain ethnic-based
discrimination in the Swedish labor market. These mechanisms are further connected with the
term ethnosociality by Holgersson et al (2016). Among these mechanisms, network-effect is
one of them, where people favor people from similar ethnic groups. Statistics Sweden (2018)
further strengthened this, indicating that business leaders with a foreign background are three
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times as likely to hire someone who also has a foreign background compared to ethnic Swedes.
This also applies vice versa. The discussion about network-based recruitments is an important
subject in regards to diversity management because network-based recruitment enables
ethnosociality, which refers to practices that reproduce homogeneity in groups. As a result,
gender and racial or ethnic inequalities are maintained in organizations (Holgersson, 2013;
Acker, 20006).

The majority of the interviewees were concerned with the recruitment process. However, one
of the more senior interviewees concentrated on a different component of the problem and
could see it from a different angle. Nepotism, according to Ethan, does not stop with
recruitment; it also exists within the organizations’ promotional processes. This is not aligned
with how a company should work with diversity management; it should enable employees to
reach their full potential and maximize their contribution, as Patrick and kumar (2012) describe
it. Nemeth and Wachtler (1983) also argue that diverse teams are better at solving problems.
An organization will not be able to harvest diversity of thoughts from their employees if
nepotism is the prevalent method for promotion and greater opportunity (Patrick and Kumar,
2012). This concurs with the discussion by Acker (2006), presented in the theoretical
framework. Acker (2006) explained that inequalities in organizations are systematic
differences in, among others, how opportunities for advancements are for different groups
within the organization.

Furthermore, Ethan argued that the homogenous teams make it hard to see different solutions.
He argues that the tight groups create a problem and could be one reason Nordic banks have
been involved in money laundering - as highlighted in the news these past years.

The empirical findings have portrayed a negative view of network-based recruitments.
Additionally, Rydgren (2004) discusses ethnic discrimination and brings up the network effect
as amechanism that is behind it. The author explains that a concrete example is that information
about job openings is mostly circulated via social networks, making it difficult for migrants or
those with migrant backgrounds to find employment. As a consequence, an ethnically
homogeneous network emerges, allowing biased attitudes about migrants to thrive among the
dominant ethnic group, contributing to the perpetuation of both social and economic
disintegration. However, there must be a purpose for the existence of network-based
recruitments and the fact that it is a widespread phenomenon in investment banks in Sweden.
As described by Dara, the investment banking industry is highly performance-driven, meaning
that if the network-based recruitment did not provide good candidates, it would not be viable.
The network-based recruitment can be analyzed with the volume difference of the United
Kingdom and Sweden in mind, as presented in the previous section. If a company only hires
two analysts a year versus 100 analysts a year, the recruitment becomes much more sensitive.
Consequently, wrong hiring can cost the company that hires few candidates a fortune.
Therefore the new employee must first and foremost fit the company’s culture and be able to
perform. Hence, it can be arguable that recruiters want to hire people that have been
recommended by someone else - to be assured that the candidate will fit in and perform in the
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company. This might be an explanation to why the recruiting is network-based, as described
by the interviewees.

5.3.3 Inequality regimes

The results highlight that there are two different mentalities when it comes to dealing with
inequalities. The first approach was adopted by four of the interviewees with a foreign
background, explaining that they have limitations due to their names, skin color, or foreign
background. The other mentality was adopted by three of the interviewees with a foreign
background. They explained that there might be a problem but that it will not help to focus on
it. The latter approach might be understood by looking at willful blindness. A person being
wilfully blind is shutting out uncomfortable information. It can be because the information is
not in alignment with a person's self-perception of the world. It is explained as something, often
unconscious, to choose not to see specific events (Heffernan, 2011). The theory is in
accordance with the results where the interviewees explained that they had read studies
indicating that they are at a disadvantage due to several factors, but they did not want to focus
on it since it did not help them in any way.

The interviewees that adopted the first approach explained how they had read studies indicating
that it is harder for a person with a foreign-sounding name to get an interview. This is confirmed
by Carlsson’s (2013) study indicating that it was harder for a person with an Arab-sounding
name to get an interview. Ahmed, for example, elucidated how he even considered changing
his name. Further, several of the interviewees explained how they probably indirectly had been
affected by being excluded from interview processes due to not belonging to the dominant
ethnic group.

The first approach was elucidated by Nahom but with a different perspective. He argued how
inequality in Sweden does not originate from factors such as skin color or foreign background.
Instead, he insisted that it boils down to socioeconomic class. He explained that it is equally
hard for his black friends and Swedish friends to find jobs - despite all having the appropriate
educational background - due to social class. If Nahom’s perception is true, it can be partially
explained by Lambert and Bell’s (2013) view on diversity. They explained that diversity could
be divided into surface- and deep-level diversity. The former has to do with looks, age, sex,
and skin color. According to Nahom, the surface-level attributes have nothing to do with having
trouble getting into the finance industry. The latter, deep-level attributes, has to do with
attitudes, values, beliefs, perspectives on issues, personality traits and leisure preferences. What
Nahom is suggesting is that the deep-level attributes matter since people from a low social class
find it hard to get a job, irrespective of surface-level attributes. This reasoning is in alignment
with the theory indicating that over time, deep-level attributes have been a more decisive factor
in-group cohesion and relationships between two individuals (Lambert and Bell, 2013).
Further, it aligns with Acker’s (2006) reasoning, explaining that inequality regimes can be
based on class, among other factors.

52



Acker (2006) explains how inequality regimes in organizations are complex phenomena
influenced by several surrounding factors such as politics in society, history, and culture related
to the regimes. This was highlighted by Dara. He pointed out that the political party, the
Swedish Democrats, a right-wing party, is the third-largest party in Sweden. He explained that
them being that big is undoubtedly a statement. Dara emphasized that he has not experienced
inequalities directly but indirectly believed that he had been affected by the political climate
present in society. Further, the complexity of inequality regimes was highlighted by Nahom,
pointing out how he thought that the problems with diversity had some of their roots at
universities. He stated how the student association provided some students with a backdoor to
their events, resulting in unequal opportunities for everybody. He claimed, in particular, that
he did not come from the correct network of acquaintances to get in and that he lacked the
infrastructure that people from wealthy Stockholm suburbs do, to a large extent, to enter the
finance industry.

5.4 Tokens restructuring their personas

Four interviewees with a foreign background explained that they felt at a disadvantage due to
the aforementioned surface- and deep-level attributes. For example, both Ahmed and Nahom
explained how they felt like they had to enter interviews and work against established
prejudices that come with their ethnicity. In Nahom’s case, it was battling the picture of being
perceived as aggressive due to his skin color. Wingfield. A. H. (2007) explains that black men’s
experience within the workplace often includes working against controlling images or
perceptions that other people have. This particular picture of being aggressive due to being
black is a picture common for black people and more specific for black men. Wingfield. A. H.
(2007) explains that black men are more likely to be perceived as threatening, menacing or
overly aggressive compared to their female counterparts. It is also in alignment with the
subordinate male target hypothesis explaining that black men are more likely to experience
racism (Ifatunjis and Harnois, 2016). Further, the stereotype content model can be used to
analyze the stereotype that Nahom felt people had of him. The model provides a tool for
categorizing stereotypes of groups into two dimensions. The first dimension is if a person is
perceived as warm (trustworthy, friendly). The second dimension is if a person is perceived as
competent (capability, assertiveness). There was no information to assess what the second
dimension was but with respect to the first dimension Nahom felt that he was perceived as not
being warm (not friendly).

Furthermore, Nahom explained that he avoided certain hairstyles to not come off as an
aggressive person. In other words, Nahom tried to fit in on a surface-level by changing his
visible attributes. Additionally, he also tried to portray himself as different on a deep-level by
changing his personality to come off as a passive and submissive person. Nahom explained
how he went into interviews with his shoulders bent down and went up in tonality at the end of
each sentence. According to Kanter (1997), this is in correlation to the third pillar of her
tokenism theory, called assimilation. This arises when tokens are labeled and judged by the
dominant group, and the tokens might feel the need to change their behavior or personality
rather than being themselves. This can further be used to understand Ahmed’s situation.
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Ahmed felt that he had to work against prejudices that might exist due to his background from
the middle east. He, therefore, went into interviews and tried to show that he had the same
values regarding leadership and teamwork - which he thought were aspects that the interviewee
would have prejudices about. In other words, he went in and had to work against controlling
images. Further, Ahmed’s approach is, according to the theory, a good way to build a
connection with the interviewee and be likable. Since people often like others that are similar
to them according to the similarity attraction paradigm. It is hard for Ahmed to change his
surface-level attributes; his looks, race, sex, or age. However, by exhibiting similar deep-level
traits through verbal communication, he can more easily create a relationship and be appealing
since the theory suggests that deep-level traits have proven to be a more decisive component
in group cohesion and interpersonal connections over time.

5.5 Inclusivity

Tokenism refers to the discussion about majority and minority groups, and it is something that
can conceptualize the experience of the interviewees. For example, the third pillar of Kanter’s
tokenism, assimilation, can be used when analyzing Ahmed's experience. He explained that he
felt that “After-works” can be a bit uncomfortable and exclusive since he does not drink
alcohol, and it made him feel that it may be difficult for people to accept it. In other words, he
feels pressured to behave in a stereotypical way in alignment with the dominant group.
Furthermore, the second pillar can also be used. It describes how the majority member becomes
more conscious of the exaggerated difference between the token and the majority group. Being
a token can also explain Alexandra’s situation; she explained that she felt lonely and not
included at her workplace since she was the only woman, the only POC, and the only non-
native Swedish speaker. Lastly, Nahom also explained that he perceives himself as a token. He
did not have much in common with his colleagues and felt very different. Therefore, by
choosing to be quieter and back bent, he tried to minimize something Kanter’s theory calls
visibility, which occurs due to differences that are obvious or visible to other members of the
group, which in his case was his colleagues. However, Nahom pointed out that he felt the
company was inclusive and that his colleagues tried to include him and were friendly but when
looking at his own sense of inclusion he did not feel included since he did not feel that he fit
in.

5.6 How the recruitment process can be improved

Seven of the interviewees proposed that anonymous recruitment processes would help to
mitigate the risk of bias. A study by Aslund and Skans (2012) showed that anonymous
application procedures in Sweden helped women and individuals of non-western origin to get
to the interview stage. Furthermore, it resulted in women having a higher probability of
receiving a job offer. On the other hand, candidates with a foreign background found it difficult
to acquire a job offer, both with and without anonymous application procedures. This suggests
that racial and ethnic discrimination may be something more difficult to address than gender
discrimination. Anonymous application procedures might not be the solution necessary to level
out the playing field since it only helps in the first step but not all the way.
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Raymond elucidated how he believes that human bias in the recruitment process must
disappear. However, he also argued that it is completely natural and even understandable that
people are drawn to others who are similar to themselves, for all groups of people and settings,
including in recruitments. This aligns with Acker (2006), explaining that inequality regimes
exist in all organizations and the similarity attraction paradigm, concluding that people like
others that are similar to themselves. Further it is strengthened by Rydgren (2004), explaining
the network effect and referring to people favoring others from a similar ethnic group. A
solution to increase diversity, proposed by Raymond, was thus that the recruitment managers
must be more diverse. Having a diverse set of recruiters counteracts the ethnosocality since
they would theoretically recruit a diverse team. Raymond’s suggestion is strengthened by data
from Statistics Sweden (2018) - as discussed previously - showing that business leaders often
hire people with a similar ethnic origin. Hence, having a diverse recruitment team would
arguably be a potential solution to hire a more ethnically diverse workforce.

Lack of diversity seems to be a multivariable problem with its roots in different fields. As
Holgersson (2016) highlights, for example, the problem can have roots in the recruiting
companies creating a unique environment for ethnosociality. The executive search consultants
look for potential candidates with the right personality and chemistry with the client
(Holgersson et al., 2016), resulting in candidates being assessed based on their bodily
performance and appearance. Hence, the dominant ethnic group will always have the advantage
since the expectation, and assumption of successful candidates seem to be inscribed on the
candidates' bodies and appearances (Merildinen et al. 2015). Further, Holgersson et al. (2016)
highlighted that recruiting consultants are using their own networks, which often are ethnically
homophilous

Additionally, the authors conclude that executive research consultants often hold stereotypical
perceptions about non-White people, and people with migrant backgrounds are therefore
excluded from the processes. According to (Holgersson et al. 2016), in western society, the
concern for ethnicity is often related to the discourse of migration. There is a social stigma
attached to people with a foreign background that has experienced migration directly or
indirectly. These negative stigmas usually taint their career opportunities and work
experiences. On the other hand, the problem can also originate from preferences by the
company that is looking to employ.

To improve the recruiting process, Dara starts by pointing out that one has to understand that
intelligence is really a hygiene factor. He continues and reasons that the most important aspect
is to work well with the team. According to Dara, that would be a more decisive factor to
success and career path advancement. This was opposed by Nahom, explaining it would be
better to assess how competent the candidate is and that cultural fit was not something
necessary to look at.

The discussion was further broadened by Ahmed bringing up the topic of meritocracy. Ahmed
proposed that companies should focus on what candidates have accomplished rather than their
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surface-level attributes and whom they know. Hiring based on previous experiences was not
assessed to be sufficient, according to Alexandra. She claimed that it would benefit people who
already have an established network in the industry, which has benefited them with relevant
experiences from the viewpoint of the finance industry. People with experience from ordinary
jobs, such as grocery stores, would have a more challenging time breaking into the business as
a result of this. Instead, she proposed that it is more important to figure out why someone wants
to work in the sector. However, one can argue that the banks are not hiring for the sake of being
kind. They are looking for the brightest people that can perform. Training people costs,
therefore having someone with prior expertise is more cost-effective. Dara made a similar
point, claiming that the financial industry is highly competitive and result-oriented, leaving no
possibility to include people that are not fit for it to do anyone a favour. Consequently, if
companies are going to utilize the method proposed by Alexandra, it has to be accompanied by
problem-solving cases and tests to ensure that banks are hiring bright candidates that can
perform and handle the pressure that often comes with the job.

Dara argued that it would be good to make the process more challenging and test the
candidate’s industry-specific knowledge so that they can be assessed based on it instead of their
CVs. Further, the discussion gets interesting when factoring in Chioma’s answer. Chioma is
partially contradicting Mohammed and Dara’s answers. She stated that the banks in London
(1) recruit from other programs and not just finance related programs in the pursuit of finding
the brightest minds, and (2) they send their employees to training for 6-8 weeks and teach them
all the necessary concepts needed within the profession. This indicates that previous experience
and knowledge are not necessary to be capable of doing entry-level jobs. Further, Acker (2006)
study indicates that just competency assessment does not mean gender and race-neutral hiring.
He argues that assessing competency involves judgment, the race, and gender of both the
decision-maker and the candidate will influence the judgment. Resulting in a judgment that is
often in favor of white men (Acker, 2006).

One thing brought up by Alexandra is that Swedish investment banks should provide richer
diversity data in their annual reports where nationality and ethnicity are included. She argued
that it is reasonable since it is harder for companies to avoid the topic when they are tracking
ethnic diversity and publishing the numbers externally. This is an example of an action that can
be implemented when working with quantitative diversity management - where the focus is on
representation. Ethan also discussed this topic. He cited an old saying - “What gets measured
gets managed” by Peter Drucker - a management theorist. Furthermore, Heffernan (2011)
explains that the concept of wilful blindness is also applicable for organization. Many
organizations are difficult to manage and thoroughly comprehend due to their complexity and
scale. As a result, it is difficult for managers or the board of directors to completely understand
what is going on within an organization in order to make informed decisions. Therefore
organizations can become blind to the consequences of decisions made and to issues within an
organization. Additionally, decision-making is a complex process that is frequently influenced
by human prejudices and biases (Heffernan, 2011). However, by tracking and presenting data
about ethnicity within an organization it will be hard to avoid the topic and be blind to it.
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The majority of the interviewees seem to argue for equality of opportunity instead of equality
of outcome. There is one exception, and that is Nahom. He proposed that companies have to
make an active choice to hire people from different ethnic origins. He referred to the United
States and the United Kingdom, where diversity hires are common. Affirmative actions (AA)
such as the one proposed by Nahom are not new. However, it is critical to use caution and
refrain from exerting thought or decision-making control over the recruiters. As mentioned in
the introduction, when AA was established, it faced lots of criticism and even resulted in
Reaganism (Holvino and Kamp, 2009). The study by Dobbin and Kalev (2017) suggests that a
firm must not exert thought and decision control for a practice to be successfully embraced by
a firm to improve ethnic diversity. According to authors, psychological and sociological studies
suggest that efforts to control managerial bias through rules and bureaucratic measures will
fail. Managers must feel that they have power over their choices and decisions. An essential
aspect of the programs and practices that are successful is that they are voluntary. Additionally,
they encourage the managers to assist in resolving the issue instead of pointing at them as the
root of it (Dobbin and Kalev, 2017).

Alexandra explained that the banks could arrange three-day events where students could visit
employees at the banks and be exposed to the industry to know what it is about and get to know
the companies. This would have, for example, helped Chioma. She explained that investment
banking is hard to understand compared to what it means to be a lawyer or doctor. Further,
Chioma explained that people without family or friends within the industry often get to know
the industry during their time at university, which is too late in her opinion, often lagging
behind people that have pursued it from an early age. However, there is a lot of information
available, for example, on Youtube and other forums and websites. Further, all of the banks
host numerous events. For example, SEB has at least three events a month with students from
different universities covering numerous aspects such as Al, finance, women in finance,
sustainable finance, and more (SEB, n.db). Additionally, the majority of the universities have
associations or student groups arranging events with financial institutions. For example, KTH
has KTH Finance Society (KTH Finance Society, n.d), Lunds university has Lund University
Finance Society (LINC, n.d), Linkopings university has Borsgruppen (Borsgruppen, n.d).
Besides these, the different programs also market events to their students. Hence, it is arguable
to state that there are resources and information available to get an insight into the industry and
understand what investment banking is.

Further, Nahom explained that American banks prohibit people who have parents high up in
the hierarchy within the company from applying to the same bank. He suggested that the banks
in Sweden should take on a similar approach. However, the question is if that approach is
effective on its own. It does not prevent people from helping their children get jobs in other
banks within the industry with the help of their parent's network. An approach suggested by
Ethan seems more viable. To eliminate nepotism in the first phase, he proposed that HR should
solely be responsible for selecting candidates. He argued that even though he knew people high
up in many of the most prominent banks worldwide, he could not help anyone get a first-round
interview. Nahom's approach, when combined with Nathan's recommendation, would most
likely be an effective method for reducing nepotism and network-based recruitment.
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6 Conclusion and recommendations for future studies

This section concludes the main findings of the thesis and answers the research questions.
Furthermore, this section presents recommendations for future studies.

The aim of this report was to give an insight into how people working within Swedish
investment banks with a foreign background perceive the industry with respect to ethnic
diversity. Furthermore, it intended to investigate how employees within investment banks
believe ethnic diversity can be improved. The research questions are of importance to analyze
and understand as the world is becoming global and consequently the job market is becoming
more diverse. Furthermore, 25% of Sweden is constituted by people with a foreign background
as of 2020.

6.1 Answer to first research question
Q1: How do employees, with foreign backgrounds, at investment banks in Sweden perceive
the industry with respect to ethnic diversity? ?

Evidently, the empirical data collected for this paper through a qualitative method shows that
there seems to be a lack of ethnic diversity within the Swedish investment banking industry.
The interviewees are adamant about ethnic diversity being an important discussion that needs
to take place in today's society. The majority believed that with today's rapid globalization
comes responsibilities for companies in different industries to be more inclusive and diverse.
This applies to the investment banking industry too.

Interviewees mention several reasons for the lack of ethnic diversity, such as lack of role
models, lack of required educational backgrounds for people with a foreign background, lack
of relevant network, and the prevalent nepotism in recruiting and promotional processes within
the industry. The majority of the interviewees consider recruiting methods as mechanisms that
have allowed ethnosociality, which refers to practices that reproduce homogeneity in groups.
As a result, those who belong to the minority groups are at a disadvantage and are almost
always excluded; instead, the dominant group is favored, consisting of native Swedes.

It is important to remember that Sweden as a country is relatively new to the concept of ethnic
diversity compared to the colonial states. An additional reason why there could be a lack of
ethnic diversity within the industry is due to a limited ethnic diversity within the talent pool.
However, shifting the responsibility away from oneself to make it easier to not deal with the
problem is a classical corporate deflection method. By blaming society or the talent pool,
corporations remove the responsibility from themselves. Hence, this paper argues that
companies need to play an active role and take responsibility as supported by interviewees
arguing that the Swedish investment banking industry needs to put as much focus on any other
kinds of diversity as gender diversity.
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6.2 Answer to second research question

02: How do employees, with foreign backgrounds, at investment banks in Sweden think that
ethnic diversity can be improved in the Swedish investment banking industry

The empirical findings showed that the participants of this study want to increase the equality
of opportunity. There were ten different idéas presented. Some of the ideas are contradicting
each other, and other ideas are in concurrence with each other. This paper found that the
majority of the interviewees had a common view when it comes to nepotism and network-based
recruitment. They saw it as the core reason to why there is an established ethnosociality, since
it reproduces homogeneity. To mitigate this, some interviewees suggested that companies
should prohibit employees' children from applying and others suggested that candidates should
always go through HR first.

Additionally, the paper found that diversity is a multivariable problem where different
stakeholders need to work together to improve ethnic diversity. One of these stakeholders is
recruitment companies, who usually act as the gatekeepers of this industry. Studies have shown
that executive search consultants usually use their own homophilous network, which
reproduces ethnosociality. Another suggestion to improve ethnic diversity and eliminate bias
was to have diverse recruiters because theoretically, a diverse set of recruiters should recruit a
diverse workforce.

Further, practices that are implemented should not exert thought or decision-making control. It
is very important that organizations recognize that individuals want to feel autonomous in their
thinking and decision-making. Additionally, instead of pointing the finger at their members as
the source of the problem, organizations should encourage their members to assist in solving
the problem.

Finally, during the research, the authors of this paper noted that the interviewees often wanted
to compare Sweden to the United Kingdom and the United States to find different types of
solutions. However, it can be unreasonable to compare the job market and practices in the
United States and the United Kingdom with those in Sweden when there is such a large volume
difference. Furthermore, because Sweden's financial industry is substantially smaller, it is more
sensitive to bad hires, which may have resulted in a culture that favors recommendations and
network-based hiring. Nonetheless, it appears to favor native Swedes with a high
socioeconomic level while excluding other groups and minorities, perpetuating ethnosociality
in the industry.

6.3 Proposed future studies

It would be interesting to compare ethnic diversity within relevant educational programs to
ethnic diversity within the industry in future studies to assess if the degree of ethnic diversity
within investment banking in Sweden is reasonable. Secondly, it would be interesting to study
the perception people with a foreign background have from a psychological perspective to
understand what shapes them. In addition, it would help to understand why some interviewees
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had rather extreme beliefs about what people were prejudiced against. As the results presented,
two interviewees (Ahmed and Dara) with similar ethnic origin, had two completely different
views of the industry. The interviewees have walked similar paths in life and studied similar
programs. However, their perceptions differed significantly.
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Appendix A

The appendix contains the interview questions and two tables regarding the number of
employees in different professions with an immigrant background and the share of migrants

in different professions, sorted in descending order

A.1. Interview questions
e Introductory questions / demographic questions

O

O

How has your day been so far?
Tell us about yourself - How old are you? / What is your professional and
personal background?

m  Where are you from?

m  What do you work with / What is your role?

m For how long have you been an employee at your company?

m  What educational background do you have?

e Main questions

O

O

How would you describe your company's culture?
What is the best thing about your company?
m Would you categorize your company as a flat organization or
hierarchical?
How does your company talk about diversity?
What is your perception of ethnic diversity within the industry?
m  Within the company?
Do you feel there have been any barriers for you to get a job?
Do you feel that your company has an inclusive culture?
Do you spend time with your colleagues outside of work?
m  What type of activities do you do with your colleagues?
Is there any activity that is commonly practiced among your colleagues?
(Football, running Golf, horse-back riding, skiing, tennis, sailing, yoga, etc.?)
Does your company celebrate other holidays besides the conventional ones?
Maybe Chinese New Year? Ramadan?
Does your company work with diversity and inclusion in any way?
m Do you talk about it?
m  How do you enforce diversity at your workplace? Is there any authority?

/department that enforces or supervises your banks on diversity?
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o What value do you think diversity brings/can bring to your workplace?

o How many percent of the workforce would you estimate are made up of people
with a migrant background?

o Ifyou can remember; What was the recruitment process like?

o Do you think the recruitment process can be improved in any way to be more

inclusive?

A.2 Tables

A.2.1 Professions that employ the most immigrants

#  Profession Number of
people
employed

1 Cleaners and helpers in offices, hotels and other establishments 48058

2 Assistant nurses, home care and homes for the elderly 40455

3 Home-based personal care and related workers 33824

4 Restaurant and kitchen helpers 31514

5 Child care workers 26049

6  Warehouse and terminal Staff 22933

7 Personal assistants 21032

8 Primary school teachers 19451

9 Software- and system developers 15930

10 Cooks and cold-buffet managers 15548

11 Personal care providers 12786

12 Bus and tram drivers 12648
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13

14

15

16

17

18

19

20

shop sales, specialty stores

shop sales, groceries

Machine-tool operators

Other service workers not elsewhere classified

Teachers aides

Office clerks not elsewhere classified

Specialist physicians

Assistant nurses, hospital ward

Table 3: Top 20 professions based on number of people employed.

A.2.2 Professions with the largest share of immigrants

#

Profession

Pizza makers and fast food preparers

Maid, nanny and related workers

Cleaners and helpers in offices, hotels and other establishments

Bus and tram drivers

PhD Students

Beauty and body therapists professionals not elsewhere classified

Translators, interpreters and other linguists

Taxi, car, and van drivers

12220

11763

11311

10007

9640

9575

8977

8633

Share of

immigrants

82%

65%

62%

53%

53%

52%

51%

50%
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10

11

12

13

14

15

16

17

18

19

20

Machine operators, bleaching, dyeing and cleaning

Choreographers and dancers

Research assistants

Machine operators, meat- and fish-processing

Butchers, fishmongers and related food preparers

Restaurant and kitchen helpers

Other food processors

Home-based personal care and related workers

Cleaning supervisors and housekeepers

Complementary medicine therapists and associate professionals

Leaflet and newspaper distributors

Pharmacists

Table 4: Top 20 professions based on the highest share of immigrants.

50%

48%

47%

46%

45%

44%

44%

43%

43%

43%

42%

39%
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